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ABSTRACT 
The aim of the present endeavour was to study the problem 
entitled, "Organizational culture, mental health and certain personality 
variables (hardiness, Introversion-Extroversion) as determinants of job 
involvement. The problem of the study was quite challenging. However, 
the entire work leading to Ph.D. degree in Psychology consist of five 
standard chapters. 
The chapter I has presented the theoretical aspects of the nature 
of numerous variables which have been studied to achieve the objective of 
the present endeavour. It is described that job involvement studies started 
with pioneering work of Lodahl and Kejner (1965) who contended that job 
involvement is a condition which develops as a result of one's 
identification with the job. It is very much found that job involvement is 
related to work performance. After Lodahl's pioneering work in mid 
1960s, job involvement still remains an important phenomenon which is 
widely being studied. 
Having given the emphasis to job involvement, the chapter also 
discuss the concept of organisation culture which was perceived to be ail' 
important factor instrumental in enhancing employee's involvement at 
work. In 1871 Taylor defined culture as "complex whole which includes 
knowledge, belief, art, morals, laws, custom and any other capabilities and 
habits acquired by man or a member of society". Further, concept of 
mental health was discussed. Mental health is an important aspects, helps 
in adjustment to the world. WHO defines mental health as a state of 
complete physical, mental and social well being not the mere absence of 
disease. Hardiness - another important variable used in the present 
investigation is defined as the combination of cognition, emotion and 
action. The phenomenon of hardiness involves three dimension viz., 
commitment, control and challenge. The last variable viz. introversion-
extraversion is also an important part of the present investigation. In this 
regard it is important to point out that for job involvement introvert 
personalities are more befitting than the extroverts but inspite of this fact, 
it is necessaiy for the job incumbents to develop and maintain the balance 
between the two opposite personality dynamics for high job involvement 
conducive for proorganizational activity and commitment. 
Chapter II has highlighted comprehensive details of the relevant 
available literature pertaining to the present aims and goals of the study. 
The chapter has well documented the significance of the present 
study in the light of past researches. 
Chapter III has provided the methods and procedure opted in 
carrying out the present investigation where details about sample, tools 
used and statistical analysis have been given in detailed. Results and 
discussion have been given in chapter IV. In all, results consisted of eight 
tables have been described and discussed in detailed. 
Chapter V was meant to highlight conclusion of the study and 




present study is concerned it is found that no uniform pattern of results 
appeared across various levels of engineers. In view of the above 
concluding remark pertaining results, a number of suggestions have been 
given for taking proper care in future in order to obtain more reliable 
results and getting wide-spread generality. 
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Psychological states like job motivation, job involvement, job 
commitment, job satisfaction etc. have been the concern of psychologists, 
sociologists, management scientists etc. for quite some time. Rethinking 
and rebuilding the strategies focussing on those phenomena have assumed 
the great importance. Highly accelerated technological growth, 
advancement, industrialization, globalization, free-marketing, privatization 
and an invasion of information technology have been instrumentaly for a 
major shift in organizational set-ups and consequently, psychological 
routine of the people at work is undergoing streams change made us 
rethink and redesign the overall organizational process and functioning. In 
order to enhance worker's performance and improve their mental health 
and overall well-being, as well as, the survival, growth and development of 
the organization in general, management has to navigate the current 
treacherous business land scape through innovative means and have to 
evolve new ways to involve, inspire and facilitate the employees' 
understanding of human behaviour has become imperative for all those 
who deal with people and there is the need to understand the importance 
of human resources and their utilization and to make the maximum and 
proper utilization of these to enhance orgnaizational effectiveness. 
There is no doubt about it that human resource plays a vital role 
in turning the organizations wheel, it is therefore necessary that the work 
related behavioural aspects like human motivation, satisfaction 
involvement etc. have to be researched and applied by the organizations 
globalization and transnational invasion has resulted in the erasing of the 
geographical boundaries and wide ranging impacts on organizational 
performance and have consequently changed human needs, personal and 
social values and self perceptives and attitudes towards work. It has 
become imperative to re-examine the existing models of organization 
culture and stress on developing the employee-oriented organizational 
cultural mo'dels thereby paving the way for greater employee satisfaction, 
commitment, involvement and well being together with the organizational 
health and effectiveness. 
Any organization for its survival requires and expects a certain 
level of involvement from its members. Commitment and involvement are 
the two most civilized expressions, which are widely valued in 
organizations and are considered to be correlated with the efficiency at 
work. 
The quest for improving employees efficiency started from the 
pioneering work of Taylor. Taylor's scientific management being a task-
centered approach though got a lot of raps and criticism, but still received 
widespread popularity and is considered as a milestone for the beginning 
of a new dimension to work and work related behaviour. Mayo and his 
associates stressed the philosophy of employee-oriented approach. 
The phenomena has passed through various phases ranging from 
employee-oriented approach to human relations movement, job 
satisfaction, job motivation etc. to QWL. In view of the proceeding facts, 
the present endeavour was undertaken to study the organizational culture, 
mental health and the personality variable like hardiness and inti'oversion-
extraversion as determinants of job involvement. 
Job involvement is viewed a degree to which employees 
identified themselves with the job. Lawler & Hall (1970) defined job 
involvement as refering to psychological identification with ones work as 
well as the degree to which the job situation is central to person and his 
identity. 
There has been a controversy regarding the understanding about 
job involvement which has developed a conceptual ambiguity. Patchen 
(1970) has pointed out "that general interest" in the job is quite similar to 
the concept of job involvement but inspite of this similarity he argues that 
general interest cannot be termed as job involvement. 
Kanungo, Mishra & Dayal (1975) contended that attitude of job 
involvement represents the degree to which the total situation is thought 
of as being control to one's life or self concept". Saleh & Hask (1976) 
have given four different conditions in which a person may be job involved 
: (i) when work to him is a central life interest, (ii) when he actively 
participates in the job (iii) when he perceives performance as consistent 
to his self-concept, (iv) when central to his self-esteem for these four 
condition the phenomenon of identification seems to be implicit. 
Kanungo (1979) questioned the traditional interpretation and has 
discussed sociological and psychological approaches to job involvement. 
According to Kanungo involvement may appear in two different contexts 
i.e. (i) Involvement with a specific job and (ii) involvement with work in 
general. This classification of job involvement and the development of a 
valid scale to measure it by Kanungo and his colleagues, represent a major 
towards the advancement of the most controversial construct. 
Recently, Kanungo (1982) defined the phenomenon of job 
involvement that it is a cognitive state of psychological identificaiton with 
the job and depends on the degree to which the job is perceived to meet 
one's salient needs be they instrinsic or extrinsic. 
The literature on job involvement has witnessed scores of 
researches since the work done by Lodahl & Kejner in (1965). ^ass 
(1965) in his study found job involvement positively related to 
performance; Runyon (1973) perceived job involvement as a relatively 
stable personal characteristics and opined that men are traditionally more 
likely to value work than women.jAside from its importance to earner 
living with regard to the studies on job involvement in india, it is worth 
mentioning that such studies started much later in comparison to the west. 
Moreover a few investigators have attempted to investigate this 
phenomenon. The socio-cultural disparity between the industrially 
developed countries and the developing one's like our own Stresses the 
significance of researcher to be done in Indian social condition. Thus 
leaving aside the studies conducted outside India, it seems pertinent to 
refer to studies done in the context of our socio-cultural milieu. 
y^Lp^esearches conducted on demographic variable (Akhtar & 
Kumar, 1978; Sharma & Kapoor 1978; Sharma & Sharma, 1978; Bajaj, 
1978; Anantharaman, 1980; Ansari, 1986; Kumari & Singh 1988; anxiety 
(Bajaj, 1978b), different occupational level (Bajaj, 1978; Anantharaman & 
Deivasenapati 1980; Anantharaman & Begum, 1982; Singh, 1984;'Kumari 
& Singh, 1988) and on other variables like childhood aspirations and 
expectations, participation, adjustment, satisfaction, locus of control 
quality fo work life, leadership styles, skills etc. (Akhtar & Bachcha. 
1984; Singh, 1984; Kulkarni, 1976; Reddy & Kumari, 1980; Reddy & 
Kumaraju 1980; Nath, 1980; Reddy & Rajesh 1988; Dhillion & Dondana 
1988; Srinivasan & Kamalanabhan, 1986; Dolke & Srivastava, 1988) show 
inconsistent results. The results of these studies cannot be taken for 
granted for predicting the influence of various demographic and 
personality variables on job involvement in all circumstances and in 
different socio-cultural contexts. The reasons for the inconsistency at 
result are not surprising because differing socio-culture milieu, work 
values working condition and other such factors bring variations in cause 
and effect relationship. J 
t/^. 
{\\\t term culture first appeared in an English dictionary in the 
1920s (Krocber, 1949), the first use in an anthropological work was by 
Taylor (1871), who defined culture as "that complex whole which includes 
knowledge, belief, art, morals, laws, customs and any other capabilities 
and habits acquired by man as a member of society". According to Linton 
(1936) culture means ".the total social heredity of mankind" and Herskovits 
(1948) said that culture is the man-made part of the human environment". 
Organizational culture refer to the subjective, sometimes called 
"soft" aspect of the organizaiton. Organizational culture is defined at the 
level of organization. The underlying assumption is that organizations 
differ from each other not only on variables such as production, 
techniques, marketing, and attitudes of their employees, but also with 
respect to deep rooted beliefs and values. Deal and Kennedy (1982) write 
about the inner values "rituals" and "heroes" of an organization as 
determinants of its success. Heroes are significant figures "the company 
founder or other senior executive with a large influence. Organizational 
culture has emerged as one of the crucial and important concept in the 
field of organizational behaviour and human resourcei- management. The 
efforts aimed at ascertaining the factors responsible for various 
organizational outcome variables like employee's commitment, job 
satisfaction, job performance, turnover, absenteeism etc. have already 
been made by researchers. 
Many definitions of culture have been proposed both in business 
and management areas and in other disciplines, such as cultural 
anthropology and, psychology (Harnill, 1990; Craig, 1990; frake, 1983; 
Hallpike, 1979; Carrol, 1982; Kroeber & Klucnhon, 1952). The term 
"culture" has different meaning. It bears meaning synonyms with terms 
such as cultivated, educated or sophisticated, which refer to civilised or 
cultured. The scientific meaning, of culture refer to the total pattern of 
beliefs, values and the norms of a society that governs behaviour most 
appropriate in particular group. 
Brown suggests that organizational culture can be a powerful 
tool for improving performance and the key to effective leadership and 
organizational development. Culture is man made part of the environment 
(Herskovits, 1955). Culture existing in and around the work place 
certainly affects the working and behaivour of the employees. There are 
two major sources of culture inferences : first, the characteristics of the 
socio-cultural environment, which affect work related attitude and 
behaviour of al! employees. Secondly, the management's assumptions 
about their employees and their behavioural style that directly contribute 
to the development of the organization's internal work culture. 
The culture regulates the way in which organisational members 
perform their work, and the way in which managers build relations and 
exercise organizational strategies, practices, systems, traditions, 
conventions and leadership-styles. Over a period of time, these aspects 
become a way of life in an organisation. The sum total of all these 
components constitute organization's culture. 
Schein (1985) defines culture as a set of fundamental 
"assumption' and "beliefs about reality that are shared by a group of 
individual and are working towards a common purpose. Schein (1990) 
defined organisational culture as "(a) a pattern fo-'basic assumption, (b) 
invented, discovered or developed by a given group (c)^ as it learn to cope 
with its problems of external adaptation and integration, (d) that has 
worked well enough to be considered valid, and therefore, (e) is to be 
tought to new member as the (f) correct way to perceive, think and feel in 
relation to those problems". 
Pettingrew (1990) on the basis of research evidence "indicated 
that variations in culture values might have a significant impact on 
employee's turnover and employee's job-satisfaction. Further, Hofstede et. 
al. (1990) have observed that nationality, industry and task partly 
determine the organisational culture. 
In 1992 Martin defined organisational culture and enumerated 
that individuals come into contact with organisations, they come into 
contact with dress, norms, stones, people tell about what goes on, the 
organisations formal rules and procedures, its former codes of 
behaviours, rituals, task, pay systems jargorn and jokes only understood 
by incidence and.'soo'y>are some of the manifestations of organisational 
culture. She further added that when cultural members interpret the 
meaning of these manifestations, their perceptions, memories beliefs, 
experiences and vlaue usually VAA-M- SO interpretations of culture will vary 
depending upon the situations and the perception of employees towards 
these conditions and situations. 
Robbins (1994) describes the fact that there are ten primary 
characteristics that in a nutshell, capture the essence of an organisation 
culture, these characteristics have been highlighted by him that follows 
member identity, group emphasis, people focus, unit integration, control 
risk tolerance, reward criteria, conflict tolerance, means end orientation 
and open system. Robbins has derived these characteristics from the work 
of Hofstede et al. (1990). O'Reilly (1991). similarly Luthans (1995) has 
also highlighted the important characteristic of organisational culture. 
These are behavioural climate is a pattern of basic assumption that are 
tought to new that organisation culture is a pattern of basic assumptions 
that are tought to new personnel or employees as the way to perceive, 
think and act in the situation they are confronted with. 
Organisational culture is broadly conceptualised as an internal 
variable, it has been define numerously by number of researches basically 
to suit their research interests and objectives. It has also been described 
as a set of assumption (Schein, 1986), beliefs and norms of behaivour 
Pettingrew, (1979), rituals and ceremonies (Deal & Kennedy, 1982; Trice 
& Beyer, 1984). Shared managerial practices (Hofstede, 1998), 
ideologies and beliefs (Bate, 1984, brown, 1988; Pascle & Athos, 1981) 
shared values (O'Reilly et al. 1991; Posner & Schmidt, 1992; Sheridan, 
19925, Myths and Rowan, 1977), symbols Dandridye et al. (1980). Some 
of the earliest references to the concept of culture as an internal 
organization variables are also found in the literature given by some other 
researchers (e.g. Harrison, 1972). 
Although, studies on organisational culture have been increasing 
but there is no agreement on the concept and definition of culture, it is 
because of the complex socio-environmental networking. Culture related 
concept (climate, environment, atmosphere, ethos, etc.) have been used 
interchangeably although an attempt has been made to delineate some of 
them. Culture can be defined as the cumulative beliefs, values, and 
assumptions, underlying transaction with nature and important 
phenomenon (e.g. collectively, environment, context, time biological 
differences power etc.). Culture is reflected in the artifact - rituals, design 
of space, furniture, and ways of dealing with various phenomenon. 
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Distribution and concentration of power may be one basis of classifying 
culture. From this angle organisational culture can be of five types : 
feudal, bureaucratic, technocratic and entrepreneurial or organic. The way 
human resources issues are handled in the beginning sets the tone for 
culture (The Times of India 'Ascent', 16 June, 1999). 
It is now clear that for developing a conducive culture in this 
modern era, organisational environment is very important for employees 
as it has direct relation with their performance which ultimately influence 
organisational effectiveness. Hence, it is imperative to produce very 
congenial, suffocation free atmosphere/environment which is now termed 
as organisaitonal climate. 
Modern complex environment tends to create a climate that 
shapes employee's behaviour and promotes organisational culture has been 
defined as a molar concept reflecting the context and strength of 
prevalent values, norms, attitudes behaviour and feelings of members of a 
social system which can be operationally measured through the perception 
of system members (Payne, 1971). 
Organisational climate, an element of organisation environment 
is a construct that distinguishes among orgnaisations specific variance 
(e.g. Campbell et al. 1970; Forehand and Crimen, 1964; Tagiuri, 1968). 
Recently James & Jones (1974) pointed out some confusion so far as the 
operationalization and conceptualisation of organisational culture 
construct is concerned, studies on organisational climate - a dimension of 
organisational culture have suggest its usefulness for investigating 
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important aspects of organisational behaviour like performance and 
effective«<e.g. Prichard & Karasick, 1973; Tagiuri 8c Litwin, 1968). 
Organisational climate affects not only the behaviour of individuals but 
also to tiie aspect that how organisations themselves interact. 
Organisational climate can have a major influence on motivation, 
productivity, and job-satisfaction. On Employee's expert certain rewards, 
satisfaction, and frustrations based upon their perception of organisational 
climate (Davis, K. 1981) and these expectations influence motivation. 
Organisations climate is usefully related concept in considering the 
organisational factors associated with risk and accidents basically. 
Organisational climate is the sum of the perception employees have 
towards their organisation, this may be at the level of the organisation or 
some identifiable sub-units of it such as a department or plant. Climate 
may also be related with a particular area of organisational functioning, 
one of which is safety (Donald & Canter, 1994). 
Organisational climate distinguishes between holistic climate 
(House & Rizzo, 1972) and specific climate such as motivational climate 
(Litwin & Striengers, 1968), individual climate (Schneider & Barellett, 
1980) or creative climate (Taylor, 1972). Obviously, then any given 
organisation creates a number of different climates and the term 
organisational climate may mean different things to different people 
unless it is prefixed with the appropriate adjective (Zohan, 1980). 
Along with the changes in global consideration, needs and 
aspiration of employees do change too. More precisely, the economic 
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boom opened new avenues of employees as jobs become abundant and new 
managerial policies encouraged greater participation. Participation has 
been evolved, nurtured, and strengthened to inculcate a sense of 
involvement among employees in their spheres of work so as to generate 
positive commitment and appropriate motivaiton towards desirable and 
legitimate productive pursuits. People now, demand much more openness 
and transparency about the whole deal that helps the individuals to 
progress in his/her career (The Times of India 'Ascent', I2th May, 1999). 
Promoting a conducive work-culture in an organisaiton entails a 
complete transformation in the existing frame-work; such corporate 
changes can be initiates through total quality management (Singh, 1994); 
Quality is emerging as a single most critical factor for business to survive 
in the ever expanding and competitive global market place. Quality circle 
conceived by Ishikawa in 1961, which is in essence group problem -
solving concept to enhance empowerment and accelerate infusion of 
participatory work culture in organisation. Quality circle identifies, 
analyse, and resolve work-related problems viz. quality productivity, cost 
effectiveness, safety, house keeping etc. (Ishikawa, 1985). So it helps in 
improving all above aspects as well as the organisation to reduce its costs, 
wastage, and absenteeism, thus it laids to organisational effectiveness and 
growth, it is also claimed that quality circle improves organisational 
culture, customers satisfaction, mutual trust, quality of work life, 
attitudes, self development among employees, communication etc. which 
ultimately produces highly cogenial and conducive atmosphere reducing 
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or resolving confrontation among employees and employer. All this leads 
to improve security and future prospects of employees for sustained 
performance and moreover provides sense of achievement, satisfaction of 
"self esteem and age" recognition as partners for the organisation's 
progress, feeling of being engaged in meaningful work and opportunities 
for self-development. Quality circle is widely used to improve work 
methods through participation of employees. 
A significant shift is taking place in organisations throughout the 
world that involves increasing the emphasis on team spirit. Now most of 
the organisations are embracing this notion of team spirit to ascertain 
success. 
In addition to the above mentioned factors, there are hosts of 
factors that enrich organisational culture. For example, today's growing 
stress on HRD functions have already undertaken numerous steps and all 
these are directed to develop most humanised work environment wheiicjob 
incumbents have greater say and autonomy with the greater sense of 
responsibility. As a consequence to such emerging work atmosphere. 
People feel at home even at work hence, employees show greater work 
involvement and commitment, j 
Another important independent variable of the present study is 
mental health. Hence in the on-going writing we will dwell upon the 
concept and nature of mental health that follows : 
The Concept of Mental Health : There is considerable conceptual 
ambiguity lAJ^ff^ regard to the construct of mental health. As yet, there is 
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no single, universally acceptable difinition of Mental Health. Moreover, 
the definition of mental health is bound to reflect cultural values (Jahoda 
1958). Kornhauser (1965) defined mental health as those behaviours, 
perceptions and feelings that determine a persons over all level of 
personal effectiveness, successes, happinesses and excellence of 
functioning as a person. It also depends on the development and retention 
of goals that are neither too high nor too low to permit realistic 
successful maintenance of belief in one's self as a worthy effective human 
being. Because employees spend roughly one third of their lives working 
in an organisational goal-setting, their mental health is of particular 
importance. 
Other researchers have discovered that psychological factors can 
induce all kinds of illness such as essential hypertention, peptic ulcer and 
chronic asthma such major mental illness such as depression and 
schizophrenia. Several other attempts have also been made during the last 
two decades to define and operationalize the concept of mental Health in 
the united States (Bradburn and Caplovitz, 1965; French 1963; Kasl 1974; 
Kornhasuer 1965; Quinn, Seashore, Kahn, Mangione, Cambell, Staines, 
and Mccullough 1971). They define mental Health in different ways such 
as the overall of personal success. Personal satisfaction, personal 
effectiveness, on socially considerate behaviour. Even mental Health is 
viewed from Marxian perspective and is considered as a disguised 
formulation of the concept of alienation (Seeman 1975). Inspite of 
diverse views on the nature of mental Health, there seems to be some 
genera! agreement on its multidimensionality. 
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Karl (1973) suggested four different criteria on the basis of 
which Mental health is assessed. The criteria are functional effectiveness, 
will being, niiastry and competence, and psychiatric signs and symptoms. 
Likewise, Kornhauser (1965), whose conceptualization and 
operationalization of mental ^Health is widely used in empirical literature 
has provided a more comprehensive framework. He identified six 
dimension of mental \1^ealth. These dimensions are manifest anxiety and 
emotional tension, feeling of self-esteem, feeling of hostility to wardi 
other people. Sociability and friendship, over all satisfaction with life, and 
personal morale. These dimensions were derived empirically from an 
Industrial Seating. 
Mental Health and Intrinsic - Extrinsic Orientation : According to 
this orientation the job situation an intrinsically oriented person looks for 
job out-comes that will satisfy salient needs for personal success or 
achievement, independence, responsibility, and self-esteem extrinsically 
oriented person, will be more concerned with job out comes such as 
security, social approval, working conditions, and salary that will satisfy 
salient extrinsic needs. 
Mental health and job Involvement : According to the motivational 
approach, job involvement refers to cognitive state of psychological 
identification with the job. Empirical research that can throw lights on the 
issue of the relationship between job involvement and mental health. A 
study conducted by Gechman and Wiener (1975) found as statistically 
insignificant the relationship (r = .10) between job involvement and mental 
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health. However, the results of the study cannot be considered reliable, 
because job involvement was measured in the study using the Lodahl and 
Kejner (1965) scale has ^"ious construct - validity problems; the scale 
includes not only items that represent psychological identification with 
the job but also items that represent intrinsic wotivation on the job. 
Gates (1971) Suggest that job involvement may be negatively 
related to Mental Health. Several researchers (Geehman and wiener 1975; 
Jahoda 1958; Korman and Kerman 1980) have alluded of this possibility. 
Since mental health implies well-rounded participation and adjustment in 
other areas of life such as the family, community and .vocational 
activities. It is imperative to mention that excessive job involvement may 
interfere with participation and adjustment in other spheres of life. 
Health is undoubtedly an undispensible quality in a human being. 
It has been described as a soil from which the finest flowers grow. 
Therefore neglecting ones health for other virtues in life is said to be the 
greatest of follies. The growth of science, technology and materialistics 
predominance, and hazards and complexities of social life have caused a 
marked deterioration in mental health of the people in modern societies. 
To assess the state of mental health unlike physical health is not 
an easy job. Psychologists have mentioned the following characteristics 
as attributes of a mentally health" person. 
Mentally healthy person is free from internal conflicts^ -
T- - W-., is well-adjusted; searches for identity; has a strong sense of 
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self esteem; knows himself ; has goodself control balance vetronality and 
emotionally, and faces problems and tries. 
WHO define mental health as a state of complete physical, 
mental and social well-being not the mere absence of disease or infirmity 
(Monopolis et al. 1977). Before the second half of the twentieth century 
mental health was considered as the absence of mental disease but now it 
has been described in its more positive cannotion. The ability of person to 
balance ones desire and aspiration to cope life stresses and to make 
psycho-social adjustment. 
Menninger (1945) defined mental health as the adjustment of 
human beings to the world and to each other with a maximum of 
effectiveness and happiness it is the ability to maintain an ever temper on 
alert intelligence socially considerate behaviour and a happy disposition. 
Schultz (1977) has noted seven criteria of sound mental health 
i.e. extension of sense of self, warm relation of self to others "Emotional 
security, Realistic perception, skills and assignments, self objectification 
and a unifying philosophy of life. 
Kornhauser (1965) draw the attention of psychologists towards 
the stress prevailing in work environment and its impairing effect on 
mental health of the employees. He reported that unpleasant work 
conditions, necessity to work fast, expenditure of large physical efforts 
and excessive and inconvenient hours of work, lead to poor mental health 
of the employees. Brook (1973) reported that over promotion and under 
promotion both were associated with mental illness. 
Quinn, Seashore and Mangione (1971) reported that close 
supervision and lack of autonomy at work was positively correlated with 
employees poor mental health. Buck (1972) has reported that workers who 
felt that their boss was low or consideration reported the feeling of more 
job pressure leading to poor mental health. 
The correlation analysis of occupational stress and mental ill-
health of the public sector employees revealed significant positive 
relationship between all the dimensions of occupational stress, excepting 
the stress of responsibility of persons, and various symptoms of mental 
ill-health. The obtained coefficients of correlation indicate that overall 
occupational stress experienced by the public sector employees explains 
17.64 per cent variance in their mental ill-health. The results also 
indicate that employees occupational stress caused maximum variance in 
their symptoms of free-floating anxiety. Phobic neurosis and reneurotic 
depression. The analysis also revealed that employees stress arising from 
unsatisfactory monetary gains and benefits accounts for maximum 
variance (10.24 percent) in their mental ill-health followed by the stress 
arising from the feeling of powerlessness (8.31 percent) (Srivastava, 
1973). 
Reviewing the psychological literature on mental health Johoda 
(1958) has mentioned six aspects of positive mental health such as 
attitude of an individual toward his own self-growth development or self 
actualization, integration, autonomy, perception of reality and 
enviornmental mastery. Mental health refers to the full and harmonious 
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functioning of the total personality which gives satisfaction and a sense of 
fulfilment to the'concept of mental health. 
Hardiness : Kobasa (1979) Introduced the concept of hardiness. The 
hardy personality style is a combination of cognition, emotion and action 
at not only on survival but also on the improvement of the quality of life 
through development. Hardiness has three dimensionn viz commitment, 
control, and challenge. 
1. Commitment - Commitment c(isposition is considered to be opposite 
of alienation. It is tendency to involve oneself in the daily life activities. 
Cognitive appraisals made by hardy individuals provide them with a sense 
of purpose which allows them to find meaningful • •-^ - objects and 
situations of their environment. This sense of purpose does not allow one 
to withdraw from social environment in times of great pressure. 
Antonovskey (1974) observed that committed person feel an involvement 
with others that serves as a generalized resource against the impact of 
stress. Moreover, they do not hesitate to turn to others for assistance in 
times demanding readjustment. 
Control: Control disposition suggests that hardy individuals have a 
tendency to feel and act in an influential manner rather showing 
helplessness in the face of varied circumstance of life. Averill (1973) 
described highly stressed but hardy person on the basis of his laboratory 
observations. He observed that such people are hypothesized to have (a) 
decisional control. On the capability of closing among various causes of 
actions to handle the stress (b) cognitive control the ability to interpret, 
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appraise and quite various stressful life events in the normal cause of life 
that is beneficial in reducing their debilitating effects.(c) copoing skill 
this sort of people store or collection of appropriate responses to meet 
the various demand of life. 
This description doesnot convey that hardy persons have a 
complete determination of events and on their outcomes, rather they have 
a perception that they can influence the situation through the exercise of 
knowledge, skills, imagination and choice. Control enhances stress 
resistance perceptually by increasing the likelihood that events will be 
experienced as a natural outgrowth of one's actions and therefore, not as 
foreign, unexpected and overwhelming experiences. 
Challenge : Challenge disposition is expressed as the belief that change 
rather stability is normal in life and anticipation that change provides an 
opportunity for growth rather than as a threat to security (Berlyne, 1964; 
Csikzentomihalyi, 1975; Maddi et al. 1965). Optimistic cognitive 
appraisals of the situation make it possible to perceive change as normal 
enough, meaningful, and even interesting despite its stressfulness. 
Because change seekers value of a life filled with interesting experiences, 
and have explain their environment well and they know where to turn for 
resources required for coping with stress. Since, change seeker are 
motivated to endure, they do not break down even while facing extremely 
demanding circumstances of life. 
Those who avoid change find themselves and the environment 
boring, meaningless and threating they have a belief that life is best with 
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out any change and feel powerless when confronted with overwhelming-
forces. Development is not a much important aspect for then, '-*=^^^-j 
therefore a passive observer of the events happening in their environment. 
They allow external forces to imping upon them and do not try to 
transform the events by taping decisive actions. Because their 
personalities provide little or no buffer, the stress full events are allowed 
to have a debilitating effect on health. Gentry and Kobasa (1984) argued 
that the collection of personality characteristics composing hardiness 
mitigates the potential unhealthy effect of stress and prevents the 
organisimic strain that often leads to illness." 
In a most comprehensive and pioneering study, Kobasa (1979) 
found a strong support for the above hypothesis. She identified business 
corrective who had experienced an especially large number of stressful 
life events and divided them into the group according to number of illness 
symptoms, the high stress/low illness (handy) group as compared to high 
stress/high illness (nonhandy) group showed a strength commitment 
includes the literature, examining the theoretical conceptualization of 
hardiness, effects of hardiness and Jiie issues related to its measurement. 
/ The term Interversion and extraversion was first introduced by 
Jung (1923) finding'^conceptualize'd extraverts as sociable,trusting 
impersonal materialistic, tough minded ascendent,uninhibited and carefree 
persons, £xtraverts are persons who value the outer world strive for social 
approval and conformity. Introverts as opposite to extraverts. Jung gives 
two types of personality. 
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Eysenck by the help of factor analysis method determined a new 
personality dimension. These two dimension namely stability-instability. 
Through these two dimension we see that to what degree the 
persons emotions are controlled one to what degree his emotion are not 
aroused fthere stability refers to calmness throughout fullness and 
dependability similarly instability refer to easily changeable touchy 
anxious and result restless. The above described two dimension indicate 
to four original type of personality stable extravert, unstable extravert, 
unstable introvert^, stable introvert. These four types of personality 
described by Eyseneck are similar to the cm" described by Hippocratis 
Sangwine, Choleric phelgmatic and Ancholic. Hippocrates presented this 
classification nearly 2500 year before. By factors analysis method he 
develop a personality is possible Eysenek (I960) saw in his study that 
unstable introverts person have symptoms like the feeling of inferiority^ 
emotional unstability and depression similarly unstable extravert person 
show criminal destructive behaviourjirritating or tantrun>es etc. symptoms. 
Eyseneck done a studies in laboratory that there is a psycho-physical base 
of introvert and extravert personality. 
On the basis of his studies he concluded that these type of 
personality are related to cortical arousalyn this study he saw the brain 
waves of extraverts show more arousal as compared to introverts very low 
stimuli is required to increase the arousal level in these person when we 
tasks about introversion extroversion both are totally different with each 
other we can say that also these are the two sides of same coin as well as 
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introversion are connected. A tendency to be especially concerned with 
ones thoughts to be inwardly reflective rather than overly expressive the 
oppositive pale from extraversion and extraversion is the tendency to be 
out worldly expressive active and engaging in social activities the opposite 
to extreme from introversion. There is a natural inclination to think of the 
extravert as mere normal or healthy than the introvert, the reason may be 
the identification of action with extraversion in an action oiiented culture, 
the extravert seems to fit better. 
As Jung conceived of these extraversion and introversion 
represented two generalized attitude from the Libido tuning outward or 
inward the extravert oriented toward external events and experience was 
sensitive to social norms and demands the introvert treated there as 
secondary and focused primarily upon his inner experiences his feelings 
and ideas. Jung believed these attitudes were constitutionally determined 
and could only be changed through great effort in repressing one or the 
other. 
Moreover Jung posted a compensatory relationship between 
Intraversion-Extraversion so that a person who was introverted in this 
conscious activity was extraverted in his unconscious and vice versa. Jung 
believed that it was correct to speak of an introverted or extraverted type 
only when one of the attitude become habitual. Although one attitude was 
dominant in each person, the key to mental health and creativity lay in 
coming to terms with both attitudes and giving each its proper role. 
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Canigan (1960) suggested that-there are cultural differences in 
the different interpretations of the dimension by American and European 
theorists. The former conceive of extraversion in terms of sociability and 
case in interpersonal relation the later think of extraversion in term of 
impulsiveness and weak super ego controls. 
f^Guilford (1959) reported that intercorrelations ranging between 
19 and 62 even granting that same low correlation may be due to poor 
tests it also suggests that they may be measuring different things if they 
are all considered tests of the same dimension the dimension seems to be 
a poorly defined to a large extent factor analysis is responsible for 
demonstrating the complexity of the dimension. Guildford has found two 
factors which he believes related to the dimension : the first is alertness 
Vs inalteration which he thinks may confirm with Jung's original 
conception the second is restraint vs rhathymia which he defines as a self 
controlled serious conscientious disposition versus a happy go Lucky 
carefree and unconcerned disposition (1959). Eyseneck (1955a) has 
adopted the later factor as his definition of-i«J it will be recalled that 
Eysenek sees the dimension as a broad typological over reflecting the 
correlation of many more fundamental dimension. ^1 
Cattel has ' .'i^ fact suggested a number of performance 
differences that would be expected but it is Eysenek who has been . j . . 
most vigorous and interprising in this regard. Drawing upon observation 
and speculation by Pavlov Eysenek (1955b). Proposed a theory in which 
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introversion and extraversion were viewed as the behavioural 
manifestation of difference in cortical excitation and inhibition. 
According to Eysenk's theory held that extraverts should develop 
reactive inhibition (a tendency to make a repsonse different than the one 
that has just been made more rapidly than introverts and that they should 
dispute reactive inhibition more slowly than Introverts). Eysenek believed 
that if this theory were correct the symptomology of introverted neurotics 
might be explained as over conditioning marking than seen type the 
victims of overly strict super ego whereas the pathology found in 
extraverted neurotics who seem to be more id-dominated in their 
behaviour might be explained as under conditioning. 
The extensive research that these hypotheses have generated has 
been equivocal in its findings and we can not go into it in detail, 
difference have been found by franks (1956) in the conditioning of eye 
blinks and the galvanic skin response among both neurotics and normals as 
predicted by the theory. Other researcher however particularly those 
working with normals have been unable to replicate these finding Willett 
(1960). Similar difference show by the Eysenek with respect to figural 
after effects have been found consistently by other investigator Holland 
I960). 
Eyseneks assumption that dyshymics (obsessional and anxiety 
neurotics) and mysteries represent extremes of the introversion-
extraversion dimension may be incorrect, many studies have found that 
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hysterics score at or below the mean of normal or an extraversion-
introversioii questionnaire. 
Carrigan (1960) further more in using neurotics to represent 
that the extreme of the dimension. Eysenek may be introducing an 
additional factors such as drive level which might account for some of his 
findings (Davidson, Payre and Sloane, 1964; 1966) found a significant 
correlation between measure of conditioning of the galvanic skin response 
and finger with drawal for a group of neurotics suggesting some degree of 
generality in conditionability but did not find a significant correlation 
between these two measures for a group of normals moreover, they found 
no relationship between conditioning and extraversion among normals or 
neurotics whereas among neurotics they did find a-significant correlation 
between conditoning and a psychophysiological measure of cortical 
inhibition that was the direction opposite to that predicted by Eyseneks 
theor^^i thus it appears that conditioning varies in same complex way as a 
function of certain personality variables and the kind of response being 
conditioned which makes the theoretical problems vastly more 
complicated than Eysenek's fonnulations suggested. 
Johnson's (1755) define these term as per its current usage 
extraversion was define as a turning outward of the mind into people and 
objects in the external world and introversion as inner directness and a 
preference for abstract ideas rather than concret objects. Cattell used the 
term invia-exvia to refer to introversion and extraversion. extraversion 
dimension has both hereditary and environmental antecedents. At present 
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the researclier interested in probing the relative contribution of both 
herediatry and environmental determinants and their precise nature. 
Shields (1976) studies have compared the similarity of identical 
(monozygotic and fraternal dizygotic twins or questionnaire measures of 
extraversion). 
Results indicate that dizygotic twins show much less similarity 
than monozygotic twins. In one study Shields found that identical twins 
were actually more similar when they had been raised apart their when 
they had been raised together this finding support both extraversion and 
neurotic concepts. 
Extravert/Introvert are two type. One is normal extravert and 
introvert other is typical extravert we are talks about typical extravert they 
are sociable, like parties has many friends, needs to have people to talk 
to, and does not like reading or studying by himself. He cranes excitment, 
tapes chances, after sticks his neckout, acts on the spur of the moment 
and is generally on impulsive individual He is found of practical jokes, 
always has a ready answer and generally likes change, he is carefree, 
easygoing, optimistic and likes to laugh and be marry. He prefers to keep 
moving and doing things, tends to be aggressive and looses his temper 
quickly. He generally can't keep his feelings under tight control and is not 
always a reliable person as well as we discussed about typical introvert is 
quiet, retiring sort of a person. Introspective, found of books rather than 
people. He is reserve t natured and distants himself form other except his 
intimate friends. He tends to plan ahead "looks before he leaps" and 
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distrusts the impulse of the moment. He does not like excitment, takes 
well-ordered mode of like. He keeps his feelings under close control, 
seldom behaves in an aggressive manner and does not loose his temper 
easily. He is reliable somewhat pessimistic and places great value on 
ethical, standards (Eysenk & Eysenk, 1964). 
Objectives : 
1. To explore the relationship of organizational culture with job 
involvement among different level of Engineers. 
2. To find out the relationship between mental health and job 
involvement among vairous levels of engineers viz. junior engineers, 
assistant engineers, executive engineers. 
3. To explore the relationship between personality variable and job 
involvement among various hierarchical level of engineers. 
4. To explores the relationship of extraversion-introversion among 
different level of engineers. 
^ 
Chapter-II 
^emeto of iLltcrature 
'^  V 
29 
The phenomeon of job involvement represents the degree to 
which the total job situation is thought of as being central to ones' life or 
self concept. An involved employee expects his work to be intrinsically 
rewarding because he thinks work provides him the opportunity for self-
expression (Kanungo 1975). Both Mark and Fromm (1966) have used the 
concept of alienation in this sense. 
It conceived as a more stable individual characteristics and 
therefore more a function of theperson than of the job (Lawler and Hall, 
1970). The attitude of job satisfaction is much more of a transient state 
of the employee. It is determined by the degree of fulfilment of an 
employees needs on the job due to the presence or absence of certain job 
factors or out comes such as salary independence, etc.don't care attitude 
with the jobfthe satisfaction dimension varies from specific need-
fulfilment to need frustration on the job depending upon the attainment of 
desired goals through job activity. 
The idea of veiwing job involvement as a performance self-
esteemcontige.ncy can be traced back to the work of Allport (1947) on 
the psychology of participation and ego involvement. Allport suggested 
that any situation (including the work situation) the "engages the status 
seeking motive" of an individual is ego involving thus, a persons 
involvement at work can be viewed as the degree of perceived opportunity 
at work for status or self esteem used satisfaction. In the same view other 
researclies (French and Kahn 1962; Gurin, Veroff, and fild 1960; Vroom 
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(1962) have also considered job involvement as the degree to which 
performance affects one's self esteem for instance. 
Lodahl and Kejner (1965) Poineers in the area of job 
involvement contended that job involvement is the internalization of 
values about the goodness of work or the importance of the work in the 
worth of persons and perhaps it. Thus measure the case with which the 
person can be further socialized by an organization "Lodhal and Kejners 
contention about the explanation of the concept of job involvement puts 
heavy emphasis on the internationalization of values. It is therefore quite 
reasonable to mention that value orientation towards work is easily 
internationalized in socialization process. 
Lodahl (1964) himself had realized that during the process of 
socialization certain work value are injected in to the self of the individual 
that remains dynamically active even at the later stage in the form of 
employees reactions and attitude towards job. For example there is a 
concept of work in Hindu mythology that state "work is workship" hence 
their religious value plays a very important role for inducing involvement 
in work activities. Similarly in islam, greater emphasis has been given to 
earn a living through Islamic ways (Pious mean) which puts its emphasis 
on honesty, Sincerity and responsibility in performing any work activity 
undirectly change employees behaviour positively in the work context. In 
the same way all other religious in the world emphasize directly or 
indirectly to certain work value that develop commitment and job 
"involvement. 
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Likewise, Maurer 1969 considered work involvement as the 
degree to which an individual work role is important in itself and farms 
the basis of self definition. 
Patchen talks of workers being highly motivated he refer to their 
high. , level of achievement need or to their of workers solidarity with the 
enterprise. He refers to their need for belonging to the organization, lastly 
when he talks of workers sense of pride, he refers to workers, feeling of 
high self-esteem. Thus in Patchens v|ew when a job provides opportunities 
for the satisfaction of ones achievejnent need^belonging needs and self-
esteem needs, fne experiences a greater degree of job involvement. 
The study of Schwyhart an|d Smith (1972) found that a worker's 
involvement in his job is not dependent upon his job satisfaction. But 
Singh and Pestenjee (1990) find th^t job Satisfaction is affected by job 
involvement. Similar results were obtained by Hammer and Tosi (1994) 
who examined the relationship between role stress and ambiguity with job 
involvement. 
Madhu and Harigopal (1S)76) how ever could not find the 
significant relationship between rolel conflict and job involvement. Role 
ambiguity.was negatively related withnoD involvement. A relation has been 
found between length of tenure and j^b Involvement. Jones et. al. (1975) 
found a significant relationship betw^^n these two variable but according 
to Schenider et. al. (1971) and PreamlChand, Babu and Reddy (1990). no 
relationship between these two variables has been found. 
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Many researches have put stress on the rank of Personal variable 
in the development of job involvement. 
Sharma and Sharma (1978) say that job Involvement increase 
with job level,age and work experience but Reddy'i study (1989) did not 
show any significant effect of age, work experience and locus of control 
on job involvement, j ^ ^ ^ ^ 
/ Lodahl and Kejner (1965) and Mannein (1975) found 
relationship between age and job-involvement. Whereas found et al. 
(1975) and Anantharaman (1980) reported significant relationship 
between age and job involvement further. Lodahl and Kejner (1965) found 
no relationship between marital status and job involvement.^ ^*'^  
Research concerning the job involvement in India started rather 
later and with less rapid speed in comparison to the west. Recently Indian 
research have attempted to explore the relationship of job involvement 
with such variables like such demographic (Sharma & Sharma, 1978); 
different occupational level (Bajaj, 1978a); anxiety (Bajaj, 1978b); role 
conflict and role ambiguity (Madhu & Havigopal, 1980), Harigopal and 
Rani Kumar (1979) and perceived improtance satisfaction of employee 
needs (Kanungo, Mishra and Dayal, 1975). Agrawala (1978) developed 
scale to measure the degree of job involvement of supervisors and higher 
management. Personnel in the same lives of Lodahl and Kejner (1965). 
A person can have thousands of attitude but most of the research 
in organization. Several studies have tried to relate job involvement and 
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job satisfaction. A study by Weinerberg and Gruenfield (1968) discusses 
job satisfaction as a determinant of job involvement. 
Robinowitz and Hall (1977) concluded that the definition of job 
involvement should be grouped into two categories each representing a 
distinct wayof conceptualizing the construct. One category of definition 
views job involvement as a performance,self-esteem of individual is 
affected by their level of performance at work thus higher or lower job 
involvement means higher or lower self-esteem derived from work 
behaviour. The other category of definition views job involvement as a 
"component of self image". 
According to this category of definition, job involvement refers 
to the degree to which individual identify psycyologically with their job 
involvement gained its importance among Managers, supervisors and 
psychologist who started considering job as criterion for ^«-asuring work 
performance, work of job involvement as witnessed from the literature 
has advanced from discriptiveand, theoretical stage to more theoretical 
and empirically explainctive stage. Actually, the load of reseaches in 
1950s and early 1960s on job motivation and job satisfaction and job 
motivation had come into prominance. Such as Maslow's interpretation of 
his theory of need hierarchy in job context in 1954, Herzberg et al. 
(1957); Vroom (1964), Porter and Lawler (1968), and Alderfer (1969, 
1972) which gained popularity but also received criticism. Here concept 
of job involvement involved out of the heavy load on job motivation 
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studies and craze for the new appropriate similar concept to determine 
work performance. The concept of job involvement attracted a lot of 
interest and attention of psychologist^ managers and supervisors toward 
job involvement. This all led Lodahl and Kejner (1965) for the first time, 
to develop a scale for measuring job involvement, thereafter within a very 
short span of time the phenomenon of job involvement gained its 
iinprotance among managers, supervisors and psychologists who started 
considering job-involvement as a criterion for measuring work 
performance. The work of job involvement as witnessed from the 
literature has advanced from descriptive and theoretical stage to more 
theoretical and empirically explmitive stage. 
There are three improtant sets of factors which are determiners 
of job involvement and have been identified after reviewing the definitions 
with regard to job involvement, these factors comprise factors related to 
job incurbents aspect of work itself and organizational conditions. 
Srivastava (1988) reported inconsistent results while studying 
job involvement in relation to adjustment, satisfaction, participation, skill 
childhood aspiration and expectation etc. job involvement was studied 
among different occupational group. 
Sriyastava and Dolke (1978) after examining the factor structure 
of work identification with organizational identification and job 
involvement pointed out that work identificaiton was based on work 
attractiveness and personal conguence with work while organization 
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identification included factors of menibership maintenance, dedication to 
organizaiton ego involvement and pride in the organization and pointed out 
that work identification and organizational identification were factorically 
different from job involvement. An indepth look into the available 
literature it has been observed that there is a prepondence of job 
involvement studies but there is a paucity of work identification studies. 
Recently Ansari (1988) studying work identification in relation to 
demographic variable found job level J o b tenure and income unrelated to 
work identification. Similarly very recently, Alam and Ansari (1992) 
found unsignificant relationship of job tenure and number of dependents 
with work identification. 
The review of studies that work identification has not received 
mucii attention from researches hence a veiy few studies in relation to job 
motivation occupational stress and job characteristics. 
Ansari (1988) has reported that importance of socio-cuUure 
aspects for influencing the behaviour of job involvement. According to 
him social environment where everyJs working and enterprizing and to be 
an enterprizing becomes social norm which work as a compelling force 
for the people to get socialized by internalizing the socio-culture norms 
and consequently get come and job involved. The situational variables the 
part socialization processes experienced by the individual in specific 
socio-economic and cultural milieu influence job involvement (Reddy and 
Rajaskhar, 1991). 1 ^ 
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Work involvement is the degree to which an individual work role 
is improtant in itself and forms the basis of self definition. Involvement 
in work is viewed as a generalised cognitive state of psychological 
identification with work in so far as work is perceived to have the 
potential to satisfy one's salient needs and expectation (Reddy and 
Rajasekhar, 1991). 
XPatel (1995) there was no significant association between job 
involvement and job satisfaction^personal variable like age^length of 
service and cast did not affect the job involvement of low, medium and 
high scores, whereas marital status had significant effect on job 
involvement of the nurses personal variable like age length of service, 
material status and caste did not affect the job satisfaction of low medium 
and high scoring nm*ses. ]^ 
Singh and Mishra (1983) found out occupation stress does not 
have significant positive relationship with job involvement. However job 
involvement and ego-strength have negative association. 
Christopher, 0. (1997) conducted a study on the interactive 
effect of communication quality and job involvement or managerial job 
satisfaction and work motivation. In a hierarchial regression analysis the 
involvement communication interaction added significantly to the 
explained variance in both satisfaction and motivation managers who were 
nvolved.were more affected by the quality of communication. 
A study conducted by Naaz (1999) indicates that job 
involvement is significantly determined by certain characteristics. 
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Job experience and monthly income were found significantly 
associated with their job involvement and work involvement. 
^['Vanderberg (1999) conducted study.impact of high involvement 
work process on organizational effectiveness. A second order latent 
variable approach. Supported a model in which a composite of the 5 
organizational practices positively influenced HIWP. In turn the HIWP 
influenced OE defined on equity and turnover both directly and indirectly 
through positive influence on employee. JlJ^^ 
Bharvana and Kelkar (2000) conducted study prediction of job 
involvement,job satisfaction and empowerment from organizational 
structure and corporate,cuUure. ResuU show that job satisfactioii and 
empowerment were positively related but both were unrelated to job 
involvement centralization was positively related to job involvement but 
negatively to job satisfaction ,' and empowerment. 
Probst and Tahira M. (2000) studied moderating effect of job 
involvement on the consequence of job insecurity using public sector 
employees. Results indicate that employee who were highly invested in 
their jobs were most adversely affected by job insecurity significantly. 
They reported more negative job attitude more health problem and a higher 
level of psychological distress than less involved counterpart when they 
perceived their jobs to be threatened. 
Robert (2000) studied the antecedents and consequence of job 
involvement and organizational commitment of workers in Bulgaria, 
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Hungary and the Netherlands. A general inodel of work motivation is 
developed which depicts job characteristics, opportunities to satisfy needs 
and extrinsic work factors as determinants of job involvement and 
organizational commitment while effort expenditure, performance job 
satisfaction turnover and work stress are considered outcomes. Data 
obtained from a total validity of the model and path analysis showed that 
the model has a modest fit when applied to all three sample 
simultaneously. 
The above description have given a comprehensive details of the 
survey of literature which clearly advocate that the present research 
entitled, "Organisational culture, mental health and certain personality 
variables - Hardiness, Introversion-Extroversion as ci-eterminent Job 
Involvement" has never been studied earlier, hence, the finding of the 
present study will certainly fill the void of knowledge specially in this 
specific area. 
\The organisational culture is an aspect of human relation 
movement that rose in the work scenario in the mid-1920 and was in its 
peak during I930's to 1950s. But formal stress on the organizational 
culture has not a long history. It is only one and half decades back the 
organisations started giving emphasison the very aspect of organization 
culture, the emphasis is to develop such an organizational environment 
that may provide supportive humanised work environment, creating will to 
work among employee without using coercive methods, it is pertinent to 
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point out that the organisational culture is a broad term which has scores 
of determinants like organisational climate, leadership behaviour, 
participative management open-appraisal system interpersonal trust 
autonomy at work, etc. Hence studies on these in relation to work related 
behaviour or outcome will also reflect the influence of organisational 
culture or its vairous dimension on the numerous dependent variables. 
Payne and Pheysey (1971) they conducted study. In relationship of 
organizational climate with three facets of job descriptive Index (Idl) viz., 
satisfaction with work, supervision, and people. The sample was N = 348 
managers supervisors and staff personnel. The findings witnessed the 
positive relationship between the perception towards organisational 
climate and job satisfaction facets, 
Payne and Pheysey's study on organisaitonal climate. It is one 
of the dimension of organizational culture and it is a matter of fact that 
organisational climate which is determined by leadership behaviour and 
organisational policies are the best indicator of organisational culture. It 
has already been mentioned above that in the context of organisational 
culture. The studies pertaining to organisational climate, leadership 
behaviour will be presented, as these are key determinants of 
organisational culture. 
Similarly, Pestonjee (1973) on the basis of his study found 
supportive organisation to be truly related to worker's morale and job-
satisfaction.^hneider and Snyder (1975) had also found the relationship 
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between the climate and satisfaction. Almost the same result was obtained 
by Lafallette and Sims (1975) who also enumerated that organizational 
climate and organisational practices are related to job-satisfaction, j <^^ 
% Other related study was conducted by Rajappa 1978 it was found 
that organisation with achievement-oriented climate were highly 
• • 1 ^ y ^ productive organisations.) 
Kumar and Bohra (1979) reported that the workers perceiving 
existing organisational climate as democratic were found to be highly job-
satisfied compared to those perceiving organizational climate as 
autocratic or undecided. 
This study conducted by Sharma (1983) on the importance of 
organizaitonal climate for employee motivation and satisfaction and she 
observed that work related facets^life grievance,handling recognition 
opportunities for growth and development and participative management 
have been found to be the important factor for healthy organisational 
climate, which enhances work motivation satisfaction of the job-
incumbents, Srivastava and Pratap (1984) who do obtained positive 
relationship between the positive perception of organisational climate and 
job-satisfaction reported almost the similar findings. Sheridon (1992) 
investigated the retention rate of 904 college graduates hired in six public 
accounting firms over a six-year period. Organisational culture values 
varied significantly among the firms. The variation in cultural values had a 
significant effect on the rate at which the newly hired employees 
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voluntairly terminated employment. Subject voluntarily stayed 14 month 
longer in the culture emphasising interpersonal relationship values than in 
the culture emphasising work task values. The relationship between the 
employees'job performance and their retention also varied significantly 
with organisational culture values. The cultural effect were stronger than 
the combined exogenous influence of the labour market and the new 
employees demographic characteristics. 
Phillips (1994) the existence of Industry culture by comparing 
broad-based assumptions sets about two industries (fine arts museums and 
California wineries) 96 subjects from twelve organizaiton representing a 
cross-section of these two industries were interviewed substantial 
differences in conceptualisation of membership competition, the origins 
of truths, the purpose of work and the current narrow focus in research on 
industry-based cognitive constructs can be productively broadened to 
include a fuller rang<of culture elements and a wider range of industry 
participants. 
Zamanous et al. (1994) described communication intervention 
program designed to change shift was measured through a triangulation 
approach specially questionnaire. Interview data and direct observation 
were combined to study the areas of organization culture scale (OCS) 
before the intervention and a representative sample was interviewed than 
the entire orgnaisaiton participated in organisation development program, 
after two year subject completed the OCS, they were interviewed, and 
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subject were also directly observed, they noted that the dimension viz., 
information flow, involvement, morale and meetings are significantly 
important aspects of organisational culture. 
Maczynski et al. (1994) conducted study leadership style 
differences among matched sample of 146 polish, 891 Austrian and 2,631 
US manager, Austrian Ss were found most participative. Polish Ss were 
most autocratic and US Ss were between these two extremes. These 
differences produced greatest agreement with the prescription of a 
normative model of decision-making among Austrian manager and the 
least agreement among polish manager. Polish Ss were more participative 
as the importance of the problem declined and Austrian manager were 
more participative when conflict among subordinates was likely. 
Petty et al. (1995) conducted study - the relationship between 
organisational culture and organisational performance. 832 employees 
from 12 firms of the electric utility industry completed a survey. Results 
indicated measure of organisational culture were significantly related 
objective measure of perfoimance. Also teamwork was strongly associated 
with organisational performance. 
Harris and Mossholder (1996) the influence of manager's and 
executive congruence with their organisation culture on their affective 
orientations towards the organisation. This relation was examined in the 
context of the organisation undergoing significant cultural transformation 
across the 4 dimensions of culture management style. Organisational 
43 
climate, leadership an organisational definition of success the "glue" 
binding the organisation and the dominant organisation characteristic were 
the attributes found to indicate culture, job satisfaction, job involvement 
organisational commitment, and job turnover intention were the affective 
outcomes measured. Results show that organisational commitment and 
optimism about an organisations future explain the discrepancy between 
subject's assessment of the current culture and their whole culture. 
Weatherly and Beach (1998) examined the relationship between 
an 'organisation's culture and their decision made within the organisaiton 
the author has two goals : first to provide a theoretical link between 
culture and organisational decision making and secondly to test', some 
of the implicaiton with the link. Author conducted four studies with 
employees and managers from commercial organisaitons and study 1st 
found that different organisation have the different degrees of culture 
fragmentation and this could be measured by the organisational culture 
survey designed by Beech (1993). Study second found that the decisions 
of an organisaitons member are influenced by the degree to which the 
features of the options are compatible with the features of the 
organisation's own culture. Study third found that an organisaiton's 
members are more likely to endorse a management decision if the features 
of the decisions aa:e compatible with the feature of the organisaiton's 
culture study 4th found that the greater the difference between subjects 
assessment of an organisation's culture as they perceived it to be now and 
as they thought it actually ought to be the less satisfied they reported 
themselves to be with this jobs. 
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Burke (1997) they conducted study on the relationship of 
organisational hierarchy and aspects of culture values within a single large 
professional services firm. The importance presence and gap between 
importance and presence often cultural values served as dependent 
variable, the highest and lowest hierarchical level had more favourable 
opinion on the importance and presence of cultural values. 
Sinha (1998) made a review of work culture of Indian 
organisation till the end of the 1980s and identified the presence of a non-
work culture fostered by socio-culture factors such as families 
paternalism patronage, and centralisation of power. Further examination 
differentiated the non-work or "soft" work culture, as it is called from the 
synergistic work-culture which reflects a philosophy of self reliance 
strong work norms, and humane practices leading to greater viability and 
satisfaction. 
CW Miller (1998) said diversity is one of the most significant forces 
influencing organisational change in the 1990's, the members of diversity 
workshops, videos, journals, article board games, h.m\d books and CD-
ROM's testify to its significance. Few recognise diversity as a potential 
soruce of organisational effectiveness. This article presents diversity as a 
key resource to create a high performing work culture that enables are 
members of the organisation to do then best work. 
In 1992 Al-Shammari attempted to resolve the confusion 
surrounding the relationship between organisational culture (OC) and the 
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related concepts of job satisfaction, corporate culture and leadership 
style.Theoretical and methodological differences between OC and these 
three concepts are addressed and it is concluded that these concepts are 
not snynonymous with OC. 
Another studies was done by in 1998 Johnson & Mclntye 
studied organisational culture and climate correlates of job satisfaction 
correlation indicated positive and significant associations for the 
measures. The measure of climate most strongly associated with scores 
on job satisfaction were communication followed by goals, creativity and 
innovation and decision making. Results are discussed in term of their 
practical and meaningful relevance to organisation effectiveness. 
^ ^ ' " ^^ , , 
Johnson et al. (1998) conducted a studyjorganizaitonal culture 
and climate correlates of job satisfaction sample 8,126 employee "a large 
government service agency using an anonymous survey measuring 19 
different aspects of organizational culture and climate correlation 
indicated positive and significant associations for the measure of job 
satisfaction on the survey with all remaining /neasure the measure of 
culture most strongly related to score on job satisfaction were 
empowerment and mvoWemeut and vecognition n\easuYes of cUn\ate. Most 
strongly associated with scores on the job satisfaction were 
communication followed by goal creativity and innovation and decision-
making. Results <sAe discussed in term of their practical and meaningful 
relevance to organizational effectiveness. 
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Silverster et al. (1999) attempt to quantify organizational culture 
and culture change have been hindered by a lack of theoretical models to 
aid empirical investigaiton. The paper has two aims first a socio-cognitive 
model of organizational culture is discussed which defined "culture as the 
product of a dynamic and collective process of sense making" undertaken 
by member of a group organizaiton, second an empirical case study is 
presented which use attributional analysis to quantify the beliefs held by 
key Stapehalder groups involved in a culture change program within a 
multi-national manufacturing organisaiton. A total of 1230 attributional 
statement form a survey given to a 30,000 employee engineering the 
manufacturing organisation were coded using a modified version of the 
Leeds Attributional coding ""system LACS which included four main 
dimension stable unstable global specific inter-external control level 
uncontrol. Result shows that considerable inter-group difference between 
manager trainer and trainees in these cognitive make as sense making 
hunsatic of the plain change process the implication of the model and the 
usefulness attributional analysis as a method get evaluating dynamic aspect 
of organization culture and a culture change and discussed. 
Mullarkyscan et al. (195?) conducted studies the impact of 
technology characteristics and job control on work mental health. Recent 
research suggested that the occurrence of operational problem namely in 
advanced manifacturing technology (AMT) places stressful demands on 
operators. Applying R.A. Karaseks demand-control model among 72 
operators (mean age 31-1 yrs). It was predicted that 2 properties of 
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operational problem namely technological uncertainty and abstractness, 
interact with timing and method control to predict operator strain. The 
results failed to confirm ordinal effects for timing or method control but 
showed a discardinal (cross over) interaction for timing control. While 
these findings provide little support for the demand control model, they 
suggest that two new processes namely traction distraction and positive 
challenge are critical to understanding the nature of the relationship 
between operational problems and operator strain in AMT system. The 
author describe these processes and examine the implication for future 
research. 
Henderson et al. (1998) investigated whether workers who 
followed strategies for preparing and coping with the demand of shift 
work had more positive attitude and better physical and mental health, the 
sample is 122 Nurses (age 21 to 60 yrs) completed a questionnaire 
measuring sleep, eating fitness and socializing strategies as well as 
satisfaction with sleep, social life shift work, and physical health and 
psychological well being, nurses who followed the recommendations 
relating to socializing rated themselves more positively in terms of 
psychological well being had fever sleep problems and were also related 
to better health and psychological well being. In contrast sleep and eating 
strategies did not significantly predict attitudes or behaviour ratings. 
Sheila (1998) a community sample of 195 Indian immigrants in 
the Us completed a survey to assess the relationship between 
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acculturation and mental health. Results indicated that acceptance and 
cultural orientaiton play crucial roles in mental health independent of 
various social and demographic variables feeling accepted by the host 
society and being involved with American and US culture were related to 
better mental health. 
Boey, Kam Weng (1999) examines the relative contribution of 
personality coping and family support to adaption to stress in nursing. 
Findings indicated that stress resistant nurses who adopted to high work 
stress with good mental health status had a higher self-esteem and were 
more internal in locus of control than the distress nurses who reported 
poor mental health status under high work stress. The use of emotion 
focussed coping was less frequent among'she stress-resistant nurses who 
also had greater supports from family relationships, discriminant function 
analysis revealed that behavioural coping e.g. enhancement of ability and 
physical health had greater contribution to stress resistance than cognative 
coping (e.g. acceptance of situation or change of perspectives. 
Hosami et al. (1988) studied the incidences and type of 
psychiatric illness among medical personal support service. Human Ss 
3,880 male and female Japanese adult (doctors, nurses, dieticians, hospital 
aides, care workers, pharmacists, madiation theopests. laboratory 
technician, office worker, cooks drivers and cleaning staff at public and 
private hospital and other type of health care facilities). The prevalence of 
psychiatric disordered and suicidal behaviour was assessed test used the 
general health questionnaire. 
Elavairio et al. (2000) studied about organizational and 
individual factor affecting mental health and job satisfaction. A multilevel 
analysis of job control and personality. Results showed that mental health 
(General Health questionnaire 12) varying mainly at the individual level 
was explained mostly by hostility and trait anxiety. Job satisfaction varied 
significantly at the individual and the ward level. Job control accounted 
for most of this multilevel variation. Thus this study demonstrated the 
significance of individual characteristics and organisational aspect in 
explaining the mental health and job satisfaction of employee. 
Warren, Barbara Jones (2000) the concept of culture and how it 
is reflected in an individual health care and the best process for 
psychiatry-mental health nurses. Culture is the internal and external 
manifestation of an individual group or community worldview derived 
from learned beliefs, values and norms. 
Rohland et al., (2000) measure relationship between service 
effectiveness and satisfaction among persons receiving medical mental 
health services, reported greater service satisfaction and life satisfaction 
than person with other diagnose and their ratings of their mental health 
were higher. A relationship between service satisfaction and current life 
satisfaction was observed for person with schizopherenia affective 
disorder and adjustment disorder but not for person with anxiety disorder. 
Maddi et al. (1994) conducted a study the relationship between 
hardiness (the sense of self that emphasizes commitmnent, control, 
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challenge) and mental health among 157 undergraduates (age 18-42 yrs). 
Ss completed the personal views survey (PVS) to measure hardiness. The 
Hopkins symptom checklist to evaluate negative affectivity and the MMPI 
to evaluate relevance of hardiness to mental health. The PVS was 
negatively related to most MMPI cares showing psychopathological 
tendencies even when negative affectivity was controlled statistically. 
Results support the hypothesis that hardy may reflect a common 
demonstrator of mental health. 
Jennings et al. (1994) reviews research and nursing literature on 
hardiness a construct with wide spread appeal to nurse research. The 
concept of Hardiness began with S.C. Kabasa's work proposing that people 
who experienced high level of stress but remained healthy had a different 
personality structure than people who become ill under stress. 
Instruments used by Kobasa to measure hardiness are discussed in terms 
of scoring variation and reliability. Research on the health related 
hardiness scale and the family hardiness inventoiy is explored. Composite 
components scoring gender question and difference in instrumentaiton are 
highlighted. Recommendations are made for future research on hardiness. 
It is suggested that hardiness will be more meaningful in nursing research 
when investigators resolve its theoretical and psychometric impression. 
Sharply, Christopher F. (1995) they study the direct and relative 
efficacy of cognitive hardiness, type A behaviour pattern, coping 
behaviour and social support as predictors of stress and ill health. Data 
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show moderate level of anxiety, fairly good average health, and moderate 
job stress and daily hassles high job stress, high type A behaviour scores, 
low social support ineffective coping and low cognitive hardiness 
predicted poorer physical and psychological health. Men appeared 
healthier than women. Cognitive hardiness most powerfully predicted 
good overall health and low job stress. 
Huany, Cindy (1995) studied the relationship between hardiness 
and stress, through a critical review on issues of definition concept and 
measurement of hardiness individual and family hardiness, are stress 
resistance resources, comprising 4 dimension control, challenge 
commitment and confidence. Hardy person are more likely to stay healthy 
and perceive life change as positive and challenging, through cognitive 
appraisal. Hardiness facilitates family adjustment and adaptation. The 
concept of family hardiness should be incorporated into family stress 
theory. Hardiness may be measured by S. Kobasa's (1979) instruments or 
the health related hardiness scale. The conceptual clarity of hardiness 
should be improved by dividing it into more dimension. The inconsistent 
correlations between each dimension of hardiness and health outcomes 
suggest that it must be treated as a composite measure. Implication for 
nursing practice and recommendation are listed. 
Britt thomas et al. (2001) this was study conducted to see the 
relationship between the meaningfulness of work, personality hardiness 
and deriving long-term benefits from a stressful event. U.S. Soldiers 
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particiating in a peace keeping mission to bosnia completed measures 
assessing the meaning of their work and personality hardiness midway 
through a 1-year deployment (mid deployment and completed a measure 
of deriving benefits form the deployment 4-5 months after it was over 
(post deployment) structural equation modeling revealed that personality 
hardiness was associated with being engaged in meaningful work during 
the deployment which was strongly associated with deriving benefits from 
the development month after it was over enriching experience were also 
associated with deriving benefits form the deployment. Discussion 
focuses on the linkage between personality processes, meaningful work 
and deriving benefits from a stressful experience formal abastion, 
/ Hussain, & Kumari (1995) conducted study-Eyeneks personality 
dimension in relation to ego-strength and adjustment. Examined the 
relationship of H.J. Eysenek's (1963) personality dimension of 
psychoticism extraversion and neuroticism with ego strength and 
adjustment. 100 male college student in India completed Indian version of 
the Eysenek personality questionnaire (EPQ) b. De & r. thankur (1995) 
barrous ego-strength scale G. Hasan 1976, and the well adjustment was 
negatively related to psychoticism and neuroticism and positively but non 
significantly related to extraversion. Some areas of adjustment related 
positively and other negatively with psychoticism, extraversion and 
neuroticism and adjustment high neuroticism/psychoticism was related to 
low adjustment and high extraversion was related to better adjustment. 
High ego strength was related to lower psychoticism, neuroticism and 
greater extraversion.^ 
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Clarke, Dave et al. (1996), this study conducted Artrological 
sing as determinant of extraversion and emotionally. Results showed a 
significantly greater mean extraversion scores for the group with both in 
negative size. Another differences means were significant, findings 
generally do not supprot theories claiming that tendencies toward 
extraversion and emotionality are determined by astrological sings. 
-^'"^  Francis, Leslie, J. (1997) conducted the study in relationship 
between rosenberg's construct of self esteem and Eysenek's two 
dimensional model of personality corrigendum. Personality and individual 
difference. Results indicate that good self-esteem was associated with 
extraversion, emotional stability and with being male, results and 
discussed in terms of less positive self image among females and that the 
scale may uninitially discrimine against female. 
I /^^^i^bsi'iTis^^ Mathew D. (2000) studied the relationship between 
introversion and working memory and suggested that the excessive 
component of working memory is the most likely to differ a Cro Ss 
introverts and extraverts using S stronberg (1975) memory scanning 
paradigm, which tops the control excessive component of working 
memory. Result indicate that introverts are slower than extraverts in 
comparing the contents of working memory to an external target, social 
and psychological consequence of this central executive difference in 
working memory and discussed, ^^f S'^L^-^ 
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'^'^Daviveena and Helode R.D. (1999) studied impression 
management behaviour in relation to personality dimension. Results show 
on significant interaction between extraversion and neuroticism in 
impresison management emotionally unstable employed women used 
significantly more tactics as compare to others. / -e^^^ 
f. Vollrath et al. (2000) the topic of present study is that 
personality type and coping and personality individual difference. The 
finding suggest that this typology represents a useful approach to 
addressing the question of how individual with different combination of 
personality traits experience and manage stress. .•^ 
/^^^Jorm et al. (2000) conducted study to see the synergistic effect 
of neuroticism and extraversion on predicting anxiety and depression. In a 
longitudinal study of college students B.G. Gershney and K.J. sher (1998) 
found that high neuroticism and low extraversion had a synergistic effect 
in predicting anxiety and depression 3 yr. later, this article attempted to 
replicate their finding using data from 2 community sample (a) a cross-
sectional survey of 2,677 person age 18-79 yr and (b) a longitudinal study 
in which 441 person aged 70 or older were followed over 3-4 yr both 
studies found that neuroticism predicted anxiety and depression but there 
were no neuroticism and extraversion interaction effect. These results 






In any scientific investigation, methodology has a significant 
role to play«objectivity cannot be obtained unless research is carried out 
in a careful and systematic manner. According to Redman & Mory (1923) 
who defined research as "a systematized effort to find out the solution of 
the problem". These efforts require certain techniques to be followed 
properly. Formulation of research problem is followed by research design 
- the scientific procedure within which research is conducted in a smooth 
and unbiased fashion. It is a kind of architecture prepared in advance by 
the research with minimum expenditure of effort, time, money and other 
inputs. Appropriate selection of research design use of standardized tools 
and techniques, identification of adequate sample. Sound procedures for 
data collection etc. are to be given proper care. 
The present endeavour is aimed to study job involvement in 
relation to organization culture, mental health and certain personaity 
variable namely, hardiness: and extraversion-introversion. 
SAMPLE : The sample in the present study comprised of N = 230 
engineers working in a thermal power plant located at Kasimpur in various 
hierarchical position viz. junior engineer, assistant engineer and executive 
engineer. Initially 350 engineers were contacted and persuaded to 
participate in this research program but finally N = 230 respondents caned 
return the questionnaire. The break up of the sample follows : 
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In any scientific investigation, methodology has a significant 
role to play'iobjectivity cannot be obtained unless research is carried out 
in a careful and systematic manner. According to Redman & Mory (1923) 
who defined research as "a systematized effort to find out the solution of 
the problem". These efforts require certain techniques to be followed 
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data collection etc. are to be given proper care. 
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relation to organization culture, mental health and certain personalty 
variable namely, hardiness; and extvaversion-introversion. 
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engineers working in a thermal power plant located at Kasimpur in various 
hierarchical position viz. junior engineer, assistant engineer and executive 
engineer. Initially 350 engineers were contacted and persuaded to 
participate in this research program but finally N = 230 respondents caned 
return the questionnaire. The break up of the sample follows : 
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Table 3.1 
Sample Break up 










TOOLS USED : Psychological tests play major role for understanding 
human behaviour objectively. Due to complementary and dynamism of 
behaviour it is required to carefully select appropriate measure which 
could serve the purpose. For the present study questionnaires were used 
as its a most convenient and favourable for getting information from the 
respondents, hence, following measures c^ choosen for the J>\esent 
endeavour, details are given below. 
Job Involvement Scale : For assessing job involvement Lodahl and 
Kejner's (1965) scale was employed. The scale consists of 20 items 
having four response alternatives : strongly agree, agree, disagree and 
strongly disagree. The maximum and minimum possible scores are 80 to 
20 respectively. High scores indicates more job involvement and low 
score indicate less job involvement. The reliability of scale was ranging 
between .72 and .89 (Lodahl and Kejner) by test re-test method. 
Organizational Culture Scale : To measure the organizational culture, a 
scale of organizational culture developed by Nasheed Imtiaz was used. The 
scale has 12 dimensions namely : fairness, mutual trust, openness. 
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organizational climate, synergy, orgnaizational environment, autonomy, 
work values, organisational belongingness confrontation, pro-action and 
organisaitonal loyalty. So far as the reliaiblity of the scale is concerned 
split half reliability co-efficient was r = .89 systematically high and 
validity co-efficient was r = .76 which is again high, her high reliaiblity 
co-efficients and high validity co-efficient confirm the reliability an 
validity of the scale leading to standardization. 
Mental Health Inventory : To measure mental health among different 
groups of engineers a scale developed by Srivastava and Jagdish (1983) 
was used. Lower scores on the measure of mental ill-health has been 
supposed to indicate higher mental health where as higher scores as the 
indicative of poor mental health. This scale consist of 55 items based on 
6 dimension - (1) Positive self-evaluation, (2) Realistic perception, (3) 
Integration of personality, (4) Autonomy, (5) Group-oriented attitudes; 
and (6) Environmental Mastery. The scale has 4 response categories viz., 
always, often, rarely and never. The reliability and validity coefficients 
were found significant as the value of split-half reliability coefficient was 
r = .73 and validity co-efficient i.e. construct validity was r = .54 which 
confirm the standardization of the scale. 
Hardiness Scale : The short version of hardiness scale developed by 
K-obasa and S.R. Maddi (1982)'was used to measure the hardiness level of 
the subjects. Thje original hardiness scale consisted of six sub-scales ; 
(a) Alienation from work and Alienation from self scales measured the 
dimensions of commitment (Maddi, Kobasa & Hoover, 1979); the External 
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locus of control scale (Rotter, Seeman & Liverant, 1962) and 
powerlessness scale (Maddi, Kobasa & Hoover, 1979) assessed control 
and the security scale of the California Life Goals Evaluations Schedules 
(Hahn, 1966) and the cognitive structure scale of the Personality 
Research Form (Jackson, 1974) measured the component of challange. 
Later on, Kobasa and Maddi conducted a principal component factor 
analysis for developing a more refined and shorter composite measure. To 
measure the dimensions of commitment, control and challange, the scale 
contains 12, 16 and 8 items respectively. Kobasa and Maddi stated that the 
scale has a correlation of .89 with full scale and shows a reliability 
(Coefficient Alpha) of .86. Hull et al. (1987) also reported a correlation 
of .76 between 36 item revised hardiness scale and its original form. 
Introversion-Extraversion : Eysenek's Personality Inventory (1963) was 
used to measure the Introversion-Extraversion Personality measure. The 
scale consists of 21 items. The scoring was done oi\a binary scale of Yes 
and No. 
STATISTICAL ANALYSIS : Once the data collected the researcher 
tabulate and analyses the data to reach the findings of the whole research 
endeavour. Keeping in view the problem of the present endeavour, product 
moment co-efficient was used to explore the relationship among the 
vairous variables viz., organizational cultural, mental health and certain 
personality variables (hardiness, introversion-extraversion) as 
determinants job involvement for the various levels of engineers (junior 
engineers, assistant engineers and executive engineers) separately. 
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In the second step Zr was applied to compare the two groups on 
each variable. 
Having completed the whole procedure of research 
investigation, the research obtain the results. Hence, the findings of the 
present study, hence been describe and discussed in the next chapter 
meant for results and discussion. 
r/ • '^ 
Chapter-IV 
Results and Discussion 
'^^  ^ 
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The present chapter is the soul of the entire work done in persuit 
of the work leading to Ph.D. degree in Psychology. Keeping in view the 
objectives of the present investigation on the problem entitled 
'Organisational Culture, Mental Health and 'certain Personality variables 
(Hardiness; Introversion-Extravevsion) cts cieterminants of Job 
Involvement", appropriate statistics were taken into consideration for 
analysing the data and obtaining the results. Moreover it is also important 
to mention here that in the present investigation sample group comprising 
various level of engineer's viz, junior engineers, assistant engineer and 
executive engineers were taken as sample for the study. Hence, statistical 
analyses for the various level of engineer's were done separately, as well 
as, comparative study of these-three level of engineers were also carried 
on by analysing the relationship between numerous independent variables 
viz. Organizational culture, Mental Heralth, Hardiness, Introversion-
Extraversion with the dependent one i.e., Job Involvement. Following 
afore-mentioned style of the analyses, the description of the results and 
their interpetation will follow in the proceeding writings. 
Table 4.1 indicates the relationship between organizational 
culture and job involvement among various levels of Engineers In the light 
of the obtained V values, r = -.006; r = -.031; and r = -.22 for the group 
of junior engineers, assistant engineers, executive engineers respectively 
are found to be insignificant even at .05 level of confidence, As is evident 
from Table 4.1, organisational culture and job involvement have not been 
found significantly related to each other, hence, advocate the independent 
function of organizational culture and the job involvement. Such pattern 
61 
Table 4.1 
Relationship between Organisational Culture and Job Involvement 
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of result is highly surprising as usually organization culture is presumed 
to be highly effective in enhancing job involvement of employees 
irrespective of the nature of work and hierachical position but the present 
finding where organizational culture is found insignificantly related to job 
involvement cannot be over-looked because it may also some time occur. 
In this regard, it is necessarily important to remind that the data of this 
study was collected from Kasimpur Thermal Power Plant - a public sector 
unit. Every one is well aware of the fact that How public sector are run 
and because of the ill functioning and practice of the public sector units, 
generally these units are declared as sick organizations. But in case of 
thermal power plants, inspite of all ill functioning, these can not be 
declared as sick units because it is meant to provide basic human craving 
for electric power supply. With the view of these facts, the relation of 
Organisational culture with job involvement seems to be irrelevant hence, 
in the present study organizational culture has no role in significantly 
influencing engineers even across hierarchical level. 
Table 4.2 provides clear picture of the relationship between 
mental health and job involvement among various levels of engineers. And 
it is found that only for the group of assistant engineers mental health and 
job Involvement is found significantly related to each other as r = .63 is 
statistically significant at .05 level of confidence, whereas, mental health 
and job involvement relationship for junior and executive engineer's are 
found insignificant as r = .121 and r= .034 respectively are highly 
insignificant even at .05 level of confidence. The above findings as in 
evident from Table 4.2 seems to be quite logical as the position of 
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Table 4.3 
Relationship between Hardiness and Job Involvement among 
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assistant engineers fall in the middle of the cadre, hence, their mental 
health is most likely to be more important having significant relationship 
with the job involvement. On the other hand, junior engineers and 
executive engineers on both the extremes of the cadre have no significant 
relationship between mental health and job involvement. 
In the light of the finding given the Table 4.2, it is clear that 
only in case of assistant engineer, mental health and job involvement are 
significantly related. It is impertative to mention here that assistant 
engineers being in the Middle of the cadre, have greater functional 
responsibilities specially in the Thermal Power Plant, hence they become 
always mentally alert with all functional mental capabilities and, 
subsequently, get highly job - involved. Moreover, assistant engineers have 
direct link with both junior and executive engineers, hence helping and 
controlling both the junior and executive engineers, therefore, it all 
requires for assistant engineers to be mentally alert which may only be 
possible when they have strong mental health leading to higher job 
involvement. 
So far as the relationship between hardiness and job involvement 
is concerned, it is evident from Table 4.3 that hardiness is found 
insignificantly related to job involvement for the various levels of 
engineers; namely; junior engineer; assistant engineers; and executive 
engineers as their correlational values r = -.025, r = -.172, and r = -.241 
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In view of the above obtained results, hardiness and job 
involvement are insigificantly related but it is important to point out that 
the relationship of hardiness and job involvement are inversely related to 
each other, which means that as the hardiness increase, job involvement 
gets low and similarly, lesser the hardiness, higher the job involvement 
may appear. Such finding seems to be quite logical because it can always 
be thought that there is a negative relationship between hardiness and job 
involvement. 
Table 4.4 highlights the finding showing the relationship of the 
extraversion-introversion with job involvement. It is evident from the r-
values that only in case of assistant engineers, extraversion-introversion 
and job involvement are found to be significantly related as r=-.256 is 
significant at .05 level of confidence, whereas, r values : r = -.074 and r= 
-.121 for junior and executive engineers repsectively are insignificant 
even at .05 level of confidence. On the basis of the finding, it can be said 
with out any reservation that higher the introversion, lesser the job 
involvement and lesser the introversion higher the job involvement which 
is significant for the group of assistant engineers and insignificant in case 
of junior and executive engineer working in Harduaganj Thermal Power 
Plant located at Kasimpur. With regard to the result given in Table 4.4, it 
is imperative to point out here that a successful administrative officer is 
who possess extravert personality and Extraversion is an healthy indicator 
of positive and functionally effective job involvement and this is the 
condition which is found in the present investigation here too. Preceeding 
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decription of results had discussed the impact of organizational culture, 
mental health, hardiness, extraversion-introversion on job involvement 
among various level of Engineers working in Harduaganj Thermal Power 
Plant. Now, on-going discussion will highlight the comparative study of 
various levels of engineers on the relationship between independent 
variables like mental health organizational culture, extraversion-
introversion, and hardiness on job involvement - a dependent variable. 
Table 4.5 highlights the relationship between mental health and 
job involvement among the various level of engineers. It is evident from 
the Table 4.5 that only the coparison of junior engineer - assistant 
engineers elicited significant relationship between mental health and job 
involvement as Z = .811 is found to be significant at .05 level of 
confidence. Whereas, comparision between junior engineer executive 
engineers, and assistant engineers - executive engineers on the 
relationship between mental health and job involvement are found to be 
highly insignificant. 
Table 4.6 provides comparative picture of the various levels of 
engineers on the relationship between O.C. and job involvement. It is 
unlike the results given in Table 4.5; Table 4.6 highlights the significance 
of difference between junior engineers and executive engineers as Z = 
.120 is found to be significant at .05 level of confidence whereas, the 
relationship of organizational culture and job involvement in the remaining 
combination of engineers are found insignificant as Z = -.024 and Z = 
1.36 for tlie groups junior engineer - assistant engineer, and assistant-
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executive engineers respectively are found to be statistically highly 
insignificant even at .05 level of confidence. It is clear from Table 4.5 
that mental health and job involvement is highly related when Junior 
Engineer's and Assistant Engineers were compared, whereas, Table 4.6 
shows the significant relationship between organization culture and job 
involvement only in case of the comparing group of junior engineer and 
executive engineers. While comparing the various levels of engineers on 
the relationship between extraversion-introversion and job involvement, it 
is evident from Table 4.7 that significant relationship between 
introversion-extraversion and job involvement has not been found in any 
combination of various level of engineers as Z- values as minimum as Z= 
-1.07 to as maximum as Z = -.645 are highly insignificant even at .05 
level of confidance. But is is veiy important to mention that the two 
variables introversion-extraversion and job involvement are inverserly 
related to each other. 
Table 4.8 highlights a comparative analysis of the various level 
of engineer on the relationship between hardiness and job involvement and 
it is found that when junior engineei's were compared with assistant 
engineers and moreover, when junior engineers were compared with 
executive engineers then the relationship of hardiness with job 
involvement is found insignificant at .05 level of confidence. But when 
assistant engineer compared with executive engineers then the 
relationship betwen hardiness and job involvement is found significant at 
.05 level of confidence. In this regard, it it to say that assitant engineers 
compared to executive engineers have strong relationship between 
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hardiness and job nvolvemeiit. It seems only because of the fact that 
assistant engineers have greater responsibilities and usually sandwitched 
between junior engineers and executive engineers and hence, the assistant 
engineers are supposed to have hardly personality and that keeps them well 
disciplined, strict in rules and regulations and, thereby, such temperament 
of assistant engineers make thamhighly Job involvement. 
In this chapter of the thesis, results and discussion of the 
present endeavour have been described and in the next chapter-V 









Having given the details pertaining results and their 
interpretation in the preceeding chapter IV, now, the present chapter is 
aimed at hishlishtins the conclusions drawn from the pattern of results 
and moreover, so give suggestions for future studies on the similar 
problem. 
The data of the present larger investigation were analysed in two 
ways. In the first steps the relationship between independent variables 
(organisational culture, mental health, hardiness, introversion-
extroversion) and the dependet variable viz., job involvement. Whereas in 
the second step comparative study among the various levels of engineers 
on the relationship between independent variables organizational culture, 
mental health, hardiness, introversion-extroversion and dependent variable 
namely job involvement. Therefore, conclusion of the study will follow 
the same sequence and style. The finding suggest that when organizational 
culture and job involvement relationship was taken for consideration 
among various levels of engineers than it was found that organisational 
culture and job_ involvement was not found significantly related to each 
other as all the r-values found insignificant at .05 level of confidence 
(Table 4.1). 
When the relationship of mental health and job involvement 
among various levels of engineers was taken for analyses then only in case 
of assistant engineers mental health and job involvement was found be 
significantly related to each other, whereas in case of junior engineers 
and excutive engineers in the relationship of mental health and job 
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involvement was insignificant (Table 4.2). The relationship between 
hardiness and job involvement was found highly insignificant among all 
the three levels of Engineers (Table 4.3). 
In case when the relationship between introversion extraversion 
with job involvement was determined then only in case of assistant 
engineers the two variables were found significantly related to each other 
whereas in case of junior engineers and executive engineers the two 
variables namely extraversion - Introversion and job involvement were 
found insignificant (Table 4.4). 
Having given the conclusion pertaining the relationsiiip of 
organizational culture mental health, hardiness, introversion -
^.xtroversion with job involvement among various levels of engineers, 
now, the conclusion will be presented for the relationship of various viz; 
organisational culture, mental health, hardiness, introversion, extroversion 
with job involvement in quest for making a comparative study among 
various levels of engineers. 
It is found that when junior engineers with assistant engineers 
were compared on the relationship between mental health and job 
involvement then only significant difference was found. On the other hand 
when Junior engineer were compared with executive engineers and 
assistant engineers with executive engineers then significance of 
difference between the groups were not found on the relationship between 
mental health and job involvement (Table 4.5). When various levels of 
engineers were compared with each other on the relationship between 
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organizational culture and job involvement then when only junior 
engineers compared with executive engineers then only significance of 
difference among these two groups were obtained. Whereas, when junior 
engineers were compared with assistant engineers and executive engineers 
tlien there were no difference between these groups (Table 4.6). 
The relationship of Introversion-Extroversion with job 
involvement among the various comprising groups of engineers then it was 
found that none of the comparising groups were found significantly 
differeent to each other (Table 4.7). 
When different groups of engineers were compared to each 
other on the relationship between hardiness and job involvement then only 
in case of assistant engineers executive engineers the significance of 
difference was witnessed on the relationship between hardiness and job 
involvement, whereas the other combination of engineers failed to elicit 
significance of difference on the relationship between hardiness and job 
involvement (Table 4.8). 
In the light of above conclusions it can be drown that there is no 
uniform relationship of organizational culture, mental health, hardiness, 
introversion, extroversion with job involvement hence, it is difficult to 
conclude that what we have obtained in general. 
However, specific conclusion can only be drown which may be 
generalized in the similar conditions and on the sample group which were 
taken in the present study. 
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In view of the above contentions, it can be said with out any 
reservation that there is not a single research investigation which is free 
from any pit-fall, hence the present study also bears the same limitation. 
But in spite of all such realities, there has always been the efforts to 
minimize the short-comings. However, it must be kept in mind that 
researches have never any and where last time can be drown and beyond 
that no further researches are required. 
The present study in its best endeavours has tried best to 
objectively caiTy-on the investigations but at last it was observed that the 
generality of the findings of the present study could have been extended 
or wideued if larger sample-size were taken. Secondly, it is suggested that 
the same study must be conducted on the sample other than engineers 
which will diminish sample biasness. It is also suggested instead of 
correlations study,cause and* effect study could have provided better 
results with greater implications. These and other apsects are required to 
be properly cared in future investigations for getting reliable results 
bearing greater generality. 
=^ 
Summaftf 
^ — > ) 
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The aim of the present endeavour was to study the problem 
entitled, "Organizational culture, mental health and certain personality 
variables (hardiness, Introversion-Extroversion) as determinants of job 
involvement. The problem of the study was quite challenging. However, 
the entire work leading to Ph,D, degree in Psychology consist of five 
standard chapters. 
The chapter I has presented the theoretical aspects of the nature 
of numerous variables which have been studied to achieve the objective of 
the present endeavour. It is described that job involveiiient studies started 
with pioneering work of Lodahl and Kejner (1965) who contended that job 
involvement is a condition which develops as a result of one's 
identification with the job. It is very much found that job involvement is 
related to work performance. After Lodahl's pioneering work in mid 
1960s, job involvement still remains an important phenomenon which is 
widely being studied. 
Having given the emphasis to job involvement, the chapter also 
discuss the concept of organisation culture which was perceived to be an 
important factor instrumental in enhancing employee's involvement at 
work, in 1871 Taylor defined culture as "complex whole which includes 
knowledge, belief, art, morals, laws, custom and -^  other capabilities and 
habits acquired by man or a member of society". Further, concept of 
mental health was discussed. Mental health is an important aspects, helps 
in adjustment to the world. WHO defines mental health as a state of 
76 
complete physical, mental and social well being not the mere absence of 
disease. Hardiness - another important variable used in the present 
investigation is defined as the combination of cognition, emotion and 
action. The phenomenon of hardiness involves three dimension viz., 
commitment, control and challenge. The last variable viz. introversion-
extraversion is also an important part of the present investigation. In this 
regard it is important to point out that for job involvement introvert 
personalities are more befitting than the extroverts but inspite of this fact, 
it is necessary for the job incumbents to develop and" maintain the balance 
between the two opposite personality dynamics for high job involvement 
conducive for proorganizational activity and commitment. 
Cliapter U has highlighted comprehensive details of the relevant 
available literature pertaining to the present aims and goals of the study. 
The chapter has well documented the significance of the present 
study in the light of past researches. 
Chapter III has provided the methods and procedure opted in 
carrying out the present investigation where details about sample, tools 
used and statistical analysis have been given in detailed. Results and 
discussion have been given in chapter IV. In all, results consisted of eight 
tables have been described and discussed in detailed. 
Chapter V was meant to highlight conclusion of the study and 
provide suggestions for future researches. So far as the outcome of the 
present study is concerned it is found that no uniform pattern of results 
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appeared across various levels of engineers. In view of the above 
concluding remark pertaining results, a number of suggestions have been 
given for taking proper care in future in order to obtain more reliable 
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1 feel pleasure to meet you for the purpose of data collection in 
pursuit of my research work. The accomplishment of this work is not 
possible without your cooperation. The objective of the present endeavor 
is to know about the various aspects of your job, so, it is necessary to get 
information pertaining to view and opinions related to the job you are 
performing. The questions/ statements in the questionnaire are meant to 
know your Personal Views only. For the successful accomplishment of 
the task it is requested from you to extend wholehearted cooperation by 
giving frank and honest responses to each question/ statement. 1 assure 
you for the confidentiality of your responses. Once again, you are 
requested to extend your cooperation. 
Your cooperation is solicited. 
Deepshikha Gupta 
Research Scholar 
Dept. of Psychology, 
Aligarh Muslim University 
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Before ^oin^ through the questionnaire, please see the following, 
GENERAL INSTRUCTIONS: 
1. Answer the questions serially i.e. as they appear in the format. 
2. If some statements or questions appear to be similar, even then your 
answer each of them separately. 
3. It is expected that while answering, you do not consult anyone else. 
We want to know your opinions, views and feelings, not theirs. 
4. Do not take too much time over any particular question. Whatever 
answers comes first to your mind, give that. 
5. Please be as honest as possible and do not hesitate. Feel free to 
give your frank responses. Confidentiality of your responses is 
assured. 
6. It is necessary that you answer all questions / statements. Please 
don't leave any question / statement unanswered. 
Please do not leave any question / statement unanswered. 
Section - A 
Organizational Culture Scale 
This questionnaire is designed to find out some of the believes, values and 
practices of the organization in which you are working. Below are given 
no. of statements / questions and you are requested to read carefully each 
to respond in the following manner. 
1. Assign "I" to the statement / question when you have strong 
disagreement. 
2. Assign "2" to the statement / question when you have disagreement. 
J . Assign "3" to the statement / question when you have neutral 
response. 
4. Assign "4" to the statement / question when you have agreement. 
5. Assign "5" to the statement / question when you have strong 
agreement. 
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1. In our organization employee's skills and abilities are 
given due weightage in giving promotion and sanctioning 
any other reward (a) 
2. People generally have greater enthusiasm to take 
initiative at work, (k) 
3. People generally follow organizational rules and 
regulations here.(i) 
4. Employees always feel free to think, generate and apply 
new ideas for the productive growth of the company.(g) 
5. Supervisors/Managers generally emphasize over team -
work in carrying out work responsibilities here, (e) 
6. Criticism and back - bitting is a normal culture in this 
organisation (C) 
7. Employees generally take initiative to resolve the 
conflicts and problems at their own level (J) 
8. Employees interact and communicate with their superiors, 
colleagues and subordinates in confidence and trust(b) 
9. Employees are generally being treated here as they are 
expecting (h) 
10. Supportive attitude are encouraged and promoted here(d) 
11. Maintaining harmony is highly valued here (f) 
12. Employees with right spirit generaly hold discussions 
and give suggestions to help Improve organisational 
working and product efficiency (k) 
13. Generally employees behaviour at work are quite 
predictable (h) 
14. People feel proud for organisational fairness (a) 
15. Absenteeism level is veiy low in our company/ 
organisation (i) 
lo; 
16. Employees have greater freedom to act independently 
within the buoundaries of their job responsibilities (g) 
17. Employees generally have confidence among others 
that they will help them to resolve problem and if 
needed they would be willingly to share responsibi-
lities at work here (b) 
18. People have very open discussion with regard to all 
sorts of problems for better solution (j) 
19. People feel free to work here (f) 
20. People are strictly supervised here through strict 
organisational rules and regulations (d) 
21. People spontaneously express their feeling either 
pleasant or unpleasant before managers/supervisors 
and their feeling are well attended and cared here (c) 
22. I have the feeling of loosing my interest and 
commitment with my work and the organisation here(I) 
23. People are action-oriented, willing to take initiative 
&.show a high degree of Pro-organisational activity (k) 
24. People are generally productive and self controlled 
here (g) 
25. The organisation is well organized and has clearly 
defined goals, (c) 
26. People try to put their best effort to work with others 
rather to have an individualistic effort, (e) 
27. People generally do not want towork unless they are 
forced, (h) 
28. People generally feel that they are not being trusted 
here, (b) 
29. Nuturing & helping subordinates is encouraged in this 
organisation.(d) 
103 
43. 1 liave the feeling that what I have achieved in my 
life it is only because of my organization/company.(l) ( ) 
44. Responsibilities are allocated here without any 
prejudice, (a) ( ) 
45. People are only expected to follow proper channels 
of communication here. ( ) 
Please recheck that you have answered ail the questions 
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Section - B 
MENTAL HEALTH INVENTORY 
Instructions 
This inventory is meant for a Psychological Investigation it consist 
of a number of statement relating to your feelings about yourself in 
everyday life. You have got four alternative to respond each of the 
statement. Choose either of the four alternative responses i.e. Always, 
Most of time, sometimes, Never which most suitably indicate the 
frequency of your feelings and views. 
Do not leave any statement unanswered. 
Thanks 
Always Most of Some Never 
times times 
1. 1 feel lack of confidence ( ) ( 
2. I get excited very easily ( ) ( 
3. I am not able to take quick 
decision on any subject ( ) ( 
4. 1 feel that situations are 
continuous ignoring against me ( ) ( 
5. I have affection and attachment 
with my neighbours ( ) ( 
6. I would myself according to 
circumstances ( ) ( 
7. 1 feel that 1 am losing 
self-respect ( ) ( 
8. I use to worry even about 
trivial matter for a long time ( ) ( 
9. I am not able to take decision 
about my next step ( ) ( 
10. 1 hesitate in meeting 
with others 
( ) • ( 
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11. 1 do my duty well even in 
adverse circumstances 
12. 1 feel that I am not able to 
full utilize my abilities in 
performing my different 
duties 
13. In adverse circumstances, 1 
act without keeping in view 
of the real facts 
14. I feel irritation 
15. I feel to be insecure 
16. 1 am much worried about 
my responsibilities 
17. I feel depressed/dejected( ) 
18. I play important role in 
social ceremonies 
19. 1 utilize my reasoning even 
in difficult times 
20. I feel that my relation with 
others are not satisfactory 
21. My responsibilities are like 
burden to me 
22. 1 suffer from inferiority 
complex 
23. I am used to be lost in 
world of imagination 
















25. My friends/relatives remain 
ready to help me in the 
difficult times 
26. 1 make definite plans about 
my future 
27. I am enraged even by the 
slightest unfavourable talks 
28. 1 take decision easily even 
in difficult circumstances 
29. I am not able to behaves in 
such a way as my friends expect 
from me 
30. I am satisfied with most of 
the aspects of my life 
31. My friends and colleagues 
hale respect from me 
32. My confidence varies highly 
in quantity 
33. I am always ready to fight 
the problems 
34. 1 make impressions about 
people or issue even in 
absence of facts and grounds 
35. I am not able to concentrate 
fully in my works 
36. I feel inclined towards 
opposite sex 
37. 1 solve my problem myself 
38. 1 fully cooperate in the 
important functions of my 
community ( ) ( ) ( ) ( ) 
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39. I am preplexed with my 
contradictory thoughts 
40. 1 take decisions on the basis 
of facts even through they are 
contrary to my wish 
41. I am not able to continue 
any task for long 
42. 1 feel myself secured amidst 
my friends/group 
43. I do not become hopeless even 
when 1 fail 
44. 1 consider myself useful for 
society 
45. 1 aspire for something without 
having in view of my short 
46. 1 do not get influenced even 
by reasonable arguments 
47. 1 am not able to take such 
decision as I want to take 
48. I am afraid of imaginaiy 
calamities 
49. 1 feel that this world is a place 
good enough for passing life 
50. I feel full of enthusiasm to 
think that I will certainly 
achieve my objectives 
51. 1 do not get disappointed with 
the common warries of dily life 
52. My mood change movemently 
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53. I my self decide what and 
how I should do ( ) ( ) ( ) ( ) 
54. I feel that my intimacy with 
my group community is 
increasing gradually ( ) ( ) ( ) ( ) 
55. I feel pleasure in taking 
responsibilities ( ) ( ) ( ) ( ) 
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Section - C 
HARDINESS SCALE 
The items below consist of attitudes with which you may or may not agree. 
As you will see,many of the items are worded very strongly. This is so 
you can decide the Degree to which you agree-or disagree. Please indicate 
your reaction to each item according to the following scheme: 
0 = Not at all true: 
1 = A little true. 
2 = Quite true. 
3 =^  Completely true. 
Please read the items carefully. Be sure to answer all on the basis of the 
way you feel now-. Don't spend too much tiine on any one item. 
(All items negatively keyed-forhardiness) 
1. I wonder why I work at all. (commitment) 
2. Most of life is wasted in meaningless activity, (com.) 
3. If you have to work, you might as well choose a career 
where you deal with matters of life and death, (com.) 
4. I find it difficult to imagine enthusiasm concerning 
work, (com) 
5. I'find it hard to believe people who actually feel that the 
work they perform is of value to society, (com.) 
6. The human's fabled ability to think is not really such 
an advantage, (com.) 
7. The attempt to know yourself is a waste of effort, (com.) 
8. I am really interested in the possibility of expanding 
my conciousness through drug, (com.) 
9. Life-is empty and has no meaning in itfor me. (com.) 
10. 1 long for a simple life in which body needs are the most 
important things and decisions don't have to be made, (com.) 
HO 
11. The most exciting thing for me is niy own fantasies, (com.) 
12. One who does one's best should expect to receive 
complete economic support from one's socioty. (challenge) 
13. There are no conditions, which justify endangering the health, 
food, and shelter of one's family or of one's self, (challenge) 
14. Pensions large enough to provide for dignified living are 
the right of all when age or illness prevent one from 
working, (challenge) 
15. Politicians control our lives, (control) 
16. Most of my activities are determined by what society 
demands, (control) 
17. The bosses manipulate those who work for a living, (control) 
18. No matter how hard you work, you never really seem to 
reach your goals, (control) 
19. No matter how hard I tiy, my efforts will accomplish 
nothing, (commitment) 
20. I tend to start in on a new task without spending much 
time thinking about the best way to proceed, (chlknge) 
21. My work is carefull planned and organized before 
it is begun, (challenge) 
22. I like to be with people who are unpredictable, (challenge) 
23. It upsets to go into a situation without knowing 
I can expect from it. (control) 
24. Before 1 ask a quastion, I figure out exactly with I know 
already and what it is I need to fing out. (chal.) 
25. 1 very seldom make detailed plans, (chal.) 
Il l 
26(a). In the long run, people get the respect they deserve 
in tliis world, (cont.) 
26(b). Unfortunalety, an individusal work after passes 
unrecognized no matter how hard he tries. 
27(a). The idea that most teachers are unfair to students 
is nonsense, (cont.) 
27(b). Most student don't realize the extent to which their grades 
are influenced by accidental happenings. 
28(a). Witliout the right breaks one can not be an effective 
leader, (cont.) 
28(b). Capable people who fail to become leader have not taken 
advantage of their opportunities. 
29(a). Becoming a success in a mtter of hard work; luch has 
little or nothing to do with it (cont.) 
29(b). Getting a good job depends mainly on being in the right 
place at the right time. 
30(a). In my case getting what I want has little or nothig to do 
with luck. 
30(b). Many times we might just as well decide what to do by 
flipping a coin, (cont.) 
3 1(a). Who gets to be the boss often depends on who was lucky 
enough to be in the right place first, (cont.) 
31(b). Getting people to do the right thing depends upon ability; 
luck has little to do with it. (cont.) 
32(a). Most people don't realize the extent to which their lives 
are controlled by accidental happenings. 
32(b). There is really no such thing as "luck", (cont.) 
33(a). With enough effort we can wipe out political corruption. 
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33(b). It is difficult for people to have control over things 
politicans do in office, (cont.) ( ) 
34(a). Many times I feel that I have little influence over the 
things that happen to me. ( ) 
34(b). It is imposible for me to believe that chance or luck plays 
an important role in my life.(cont.) ( ) 
35(a). What happens to me is my own doing. ( ) 
35(b). Sometimes I fell that I don't have enough control over 
the direction my life is taking, (cont.) ( ) 
36(a). Most of teh time I can't understand why politicians behave 
the way they do. ( ) 
36(b). Ultimately the people are responsible for bad 
government on a national as well as no a local 
basis, (cont.) ( ) 
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Section - D 
I-E INVENTORY 
INSTRUCTIONS 
Please answer each question by putting 'Y' for Yes and 'N' for No before 
each question. Work quickly and do not think too long about the exact 
meaning of the question. Please do not leave any question. 
1. Do you have many different hobbies? 
2. Have you every taken the praise for something your know someone 
else had really done? 
3. Are you rather lively? 
4. Can you usually let your-self go and enjoy your-self at lively party? 
5. Do you enjoy meeting new people? 
6. Do you tend to keep in the fbackground on social occasions? 
7. Do you like going out a lot? 
8. Do you prefer reading to meeting people? 
9. Do you have many friends? 
10. Would you call yourself happy-go-lucky? 
11. Do you usually take the initiative in making new friends? 
12. Are you mostly quite when you are with other people? 
13. Can you easily get some life into a rather dull party? 
14. Have you ever said anything bad or hasty about anyone? 
15. As a child have you ever cheeky to your parents? 
16. Do you always wash before a meal? 
17. Do you like doing things in which you have to act quickly? 
18. Do you often take no more activities that you have time for? 
19. Can you get a party again? 
20. Do you like plenty of bustle and excitement? 
21. Do other people think at you as being very lovely? 
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Section - E 
JOB INVOLVEMENT SCALE 
You are requested to read carefully each statement and rate them from 1 
to 5, as you did earlier, in other words: 
-If you totally find yourself in agreement with the statement then you 
put (5) in the bracket, 
-If you agree put (4) in the bracket, 
-If undecided put (3) in the bracket, 
-If you disagree put (2) in the bracket, 
-If you find yourself total disagreement then put (1) in the bracket. 
1. I will stay overtime to finish a job even if I am not 
paid for it. 
2. You can measure a person pretty well by how good a job 
he/she does. 
3. The major satisfaction in my life comes from my job. 
4. For me, time at work really fly by. 
5. 1 usually show up for work a little early to get things ready. 
6. The most important things that happen to me involve 
my work. 
7. Some times I lie awake at night thinking ahead to the next 
day's work. 
8. I am really perfectionist about my work. 
9. 1 feel depressed when 1 fail at something connected with 
my job. 
10. 1 have other activities more important than my work. 
11. I live, eat and breathe my job. 
II 
12. I would probably keep working even if I did not need 
the money. 
13. Quite often I feel like staying home form work instead 
of coming in. 
14. To me, my work is only a small part of who I am. 
15. 1 am very mush involve personally in my work. 
16. 1 avoid taking on extra duties and responsibilities in my work. 
17. 1 used to be more ambitious about my work than I am now. 
18. Most things in life are more important than work. 
19. I used to care more about my work, but now other things 
are more important to me. 
20. Sometimes"! would like to kick myself for the mistake I make 
in my work. 
Please, recheck that you have answered all the question. 
